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This study examines three factors namely person-job fit, person-organization 
fit and proactive personality that might influence career success. Job performance is 
also tested as mediator in the relationship between person-job fit, person-organization 
fit, proactive personality and career success. 180 technical employees from 10 MSC 
status companies located in Kedah and Penang participated in this study. Research 
objectives were tested using correlation and regression analyses. 
Based on the correlation analysis, the results indicate that all the independent 
variables tested in this study which includes person-job fit, person-organization fit and 
proactive personality were positively related with career success and with job 
performance. Job performance was also found positively related to career success. 
 However, results from the regression analysis showed that job performance 
has no mediating effect on the relationship between person-job fit, person-
organization fit, proactive personality and career success. The empirical findings 
derived from this study can be used as a basis in planning for employees’ career 
success and job performance. Based on the present findings, organization should 
emphasize on such attributes like proactive personality, and person job fit to ensure 
career success. Nonetheless, all three independent variables specifically proactive 
personality, person-job fit and person-organization fit are important in enhancing 
employees’ job performance. Recommendations for future studies and limitations of 
the present study are also discussed. 
ii 
 
Table of Content 
Disclaimer .................................................................................................................................. i 
Acknowledgment ....................................................................................................................... i 
Abstract ...................................................................................................................................... i 
Table of Content ....................................................................................................................... ii 
List of Figures ......................................................................................................................... vii 
List of Tables ......................................................................................................................... viii 
List of Appendices ................................................................................................................... ix 
CHAPTER 1 INTRODUCTION ...............................................................................................1 
1.1 Introduction ......................................................................................................................1 
1.2 Problem Statement ...........................................................................................................3 
1.3 Research Questions ..........................................................................................................6 
1.4 Research Objectives .........................................................................................................7 
1.5 Significance of the Study .................................................................................................8 
1.6 Organization of Chapters .................................................................................................9 
CHAPTER 2 LITERATURE REVIEW ..................................................................................10 
2.1 Introduction ....................................................................................................................10 
2.2 Career Success................................................................................................................10 
2.3 Job Performance .............................................................................................................14 
2.4 Person-Job Fit .................................................................................................................15 
2.5 Person-Organization Fit .................................................................................................16 
2.6 Proactive Personality ......................................................................................................18 
2.7 Person-job Fit and Career Success .................................................................................19 
2.8 Person-organization Fit and Career Success ..................................................................20 
2.9 Proactive Personality and Career Success ......................................................................21 
2.10 Job Performance and Career Success ...........................................................................24 
iii 
 
2.11 Person-job Fit and Job Performance ............................................................................25 
2.12 Person-organization Fit and Job Performance .............................................................26 
2.13 Proactive Personality and Job Performance .................................................................27 
2.14 Job Performance as Mediator .......................................................................................28 
2.15 Research Framework ....................................................................................................30 
2.16 Conclusion ....................................................................................................................31 
CHAPTER 3 METHOD ..........................................................................................................32 
3.1 Introduction ....................................................................................................................32 
3.2 Research Design .............................................................................................................32 
3.3 Population and Sampling Design ...................................................................................33 
3.3.1 Population ................................................................................................................ 33 
3.3.2 Sampling Size and Technique ................................................................................. 34 
3.4 Design of the Questionnaire ...........................................................................................34 
3.5 Procedure ........................................................................................................................35 
3.6 Research Measures and Operational Definitions ...........................................................36 
3.6.1 Career Success Measures ......................................................................................... 36 
3.6.2 Person-job Fit Measures .......................................................................................... 37 
3.6.3 Person-organization Fit Measures ........................................................................... 38 
3.6.4 Proactive Personality Measures ............................................................................... 39 
3.6.5 Job Performance ...................................................................................................... 40 
3.7 Data Analysis Strategy ...................................................................................................41 
3.7.1 Descriptive Analysis ................................................................................................ 41 
3.7.2 Correlation Analysis ................................................................................................ 42 
3.7.3 Regression Analysis ................................................................................................ 42 
3.8 Conclusion ......................................................................................................................43 
CHAPTER 4 FINDINGS .........................................................................................................44 
iv 
 
4.1 Introduction ....................................................................................................................44 
4.2 Response Rate ................................................................................................................44 
4.3 Data Cleaning .................................................................................................................44 
4.4 Reliability Results ..........................................................................................................45 
4.5 Demographic Characteristics of Respondents ................................................................45 
4.6 Correlation Analysis .......................................................................................................47 
4.7 Regression Analysis .......................................................................................................49 
4.7.1 Proactive Personality, Person-Job Fit, Person-Organization Fit and Career 
Success .................................................................................................................... 50 
4.7.2 Proactive Personality, Person-Job Fit, Person-Organization Fit and Job 
Performance ............................................................................................................. 51 
4.7.3 Job Performance and Career Success ...................................................................... 53 
4.8 The Mediation Effects of Job Performance....................................................................53 
4.9 Conclusion ......................................................................................................................55 
CHAPTER 5 DISCUSSION AND RECOMMENDATION ...................................................56 
5.1 Introduction ....................................................................................................................56 
5.2 Recapitulation of the Study’s Findings ..........................................................................56 
5.3 Person-job Fit and Career Success .................................................................................57 
5.4 Person-organization Fit and Career Success ..................................................................58 
5.5 Proactive Personality and Career Success ......................................................................59 
5.6 Person-job Fit and Job Performance ..............................................................................60 
5.7 Person-organization Fit and Job Performance ...............................................................61 
5.8 Proactive Personality and Job Performance ...................................................................62 
5.9 Job Performance and Career Success .............................................................................63 
5.10 Job Performance as a Mediator ....................................................................................64 
5.11 Implications for Practice ..............................................................................................65 
v 
 
5.12 Limitations and Direction for Future Research ............................................................67 
5.13 Conclusion ....................................................................................................................68 
REFERENCES ........................................................................................................................69 
APPENDIX A ..........................................................................................................................80 






List of Figures 
 
Figure 2.1: Research framework 30 
viii 
 
List of Tables 
Table 3.1:  Operational definition and items for career success  
36 
Table 3.2:  Operational definition and items for person-job fit 
38 
Table 3.3: Operational definition and items for person-organization fit 
39 
Table 3.4: Operational definition and items for proactive personality 
39 
Table 3.5:  Operational definitions and items for job performance 
40 
Table 4.1: Reliability results for all variables 
45 
Table 4.2: Demographic characteristics of respondents 
46 
Table 4.3: Descriptive statistics, scale reliabilities, and correlations of 
variables 
48 
Table 4.4: Regression results of the relationship between proactive 
personality, person-job fit, person-organization fit and career 
success 
51 
Table 4.5: Regression results of the relationship between proactive 
personality, person-job fit, person-organization fit and job 
performance 
52 
Table 4.6: Regression results of the relationship between job 
performance and career success 
53 




List of Appendices 
 
Appendix A: Sample of Questionnaire 
80 






1.1 Introduction  
 
Career success is important to individuals and organizations because 
employees’ personal success can eventually contribute to organizational success 
(Judge, Higgins, Thoresen & Barrick, 1999).  In the literature, career success is often 
being operationalized in two ways.  First, it includes variables that measure objective 
or extrinsic career success such as salary attainment and the number of promotions in 
one’s career (Gutteridge, 1973; Judge, Cable, Boudreau & Bretz, 1995). Second, 
career success is operationalized by variables that measure subjective or intrinsic 
career success (Judge, Cable, Boudreau & Bretz, 1995).  Such variables capture 
individuals’ subjective judgments about their career attainments, such as job and 
career satisfaction (Burke, 2001; Judge, Higgins, Thoresen & Barrick, 1999). The 
significance of investigating both objective (extrinsic) and subjective (intrinsic) career 
success should not be underestimated, since they are conceptually distinct and often 
not parallel to each other (Nabi, 1999).  Relatively, little research has simultaneously 
examined both types of career success. 
There are many articles and research studies have been published recently 
concerning the issue of individual on career success (Ballout, 2009; Barnett & 
Bradley, 2007; Poon, 2004; Nabi, 2001, 2003).  Researchers continue to identify 
individual, organizational and environmental factors that lead to career success of 
individuals (Kuijpers, Schyns, & Scheeren, 2006, Seibert & Kraimer, 2001). A 
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number of factors have been related to career success. These include demographic 
(e.g. age, sex, cast), personality (e.g. the five factors model), human capital (e.g. 
education, experience, skills), motivational (e.g. hours worked, work centrality), 
environmental (e.g. organization size, sector, region) variables and social capital, for 
example the role of networking (Seibert, Kraimer & Crant, 2001) as predictor of 
career success. However, the impact of having a clear picture of how person job fit, 
person organizational fit and personality relates to job performance and career success 
is not as well explored. 
Do people who fit the particular organizational environment to which they 
belong achieve higher levels of career success than those who do not? Although this 
relationship has not been explicitly tested and empirical research demonstrating that 
fit results in positive work-related outcomes (Blau, 1987; Meglino, Ravlin & Adkins, 
1989; O'Reilly, Chatman & Cladwell, 1991), strongly suggest a positive response. 
The theoretical and related empirical research suggested that individuals will seek, 
find comfort and flourish in environments that support their specific preferences. 
Therefore, individuals who fit in the organization should, over time, achieve higher 
levels of extrinsic success and generally be more satisfied with their jobs and lives 
than those who do not.  In addition, considerable research has linked person-
organization fit to many positive work-related outcomes that should in turn be related 
to career success. Personality also influences individual performance on the job in a 
way that will lead to higher compensation, new job responsibilities, and promotions 
into higher organizational ranks and to predict job satisfaction (Judge & Kammeyer-
Mueller, 2007).   
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The purpose of this research is to develop a study on career success that links 
individual personality, person- job fit, person-organization fit to career success 
through job performance. 
 
1.2 Problem Statement  
 
 Career success has emerged as an important concern for both employees and 
employers. This is due in large part to the demonstrated links between career success 
and a number of individual and organizational variables. Due to the changing nature 
of career, there is widespread agreement among researchers and practitioners that 
career success is no longer solely determined by a set of well-defined variables, the 
effects of different types of person-environment fit may provide insight into how 
employees and employers can achieve a substantial fit in managing the process of 
career advancement. The influence of various forms of person-environment fit on 
career success may prove to be useful avenue for future careers research (Ballout, 
2007).  In light of the person-environment fit studies, multiple perspectives and 
constructs of fit have emerged to include person-job fit, person-vocation fit, person-
person fit, person-group fit, person-organization fit and person-culture fit (O’Reilly, 
Chatman & Caldwell, 1991; Adkins, Russell, & Werbel, 1994; Kristof, 1996; Kristof-
Brown, Zimmerman & Johnson, 2005; Werbel & Gilliland, 1999; Parkes, Bochner & 
Schneider, 2001; Carless, 2005; Morley, 2007).  
Most person-environment fit studies have compared individual attributes 
(needs and values) and situational/organizational characteristics (job demands and 
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occupational type) for predicting and explaining the beneficial outcomes associated 
with increased fit. Given the different perspectives on fit and the relationship of 
person-environment fit constructs to people’s career-related behaviors (career 
involvement and career success) and to organizational processes (organizational 
attraction and selection), this research interest lies predominately with two specific 
notions of person-environment fit, namely person-job fit and person-organization fit.   
While previous career literature has been useful in identifying several categories of 
influences on career success, little research on the effect of person-environment fit on 
career success has been conducted (Ballout, 2007).  Another justification for selecting 
constructs of person-job fit and person-organization fit in career success study is due 
to some unique factors in the engineering context, the subject of this study.  
Engineers, in fact form a distinct occupational group because, while engineering does 
not fit the classic definition of a profession like medicine and or law, there are many 
elements of professionalism within the field.  Engineers have a strong need for growth 
and personal development compared to professionals in other occupations.  They 
possess a high need for learning and have a strong aspiration to be challenged (Allen 
& Katz, 1995; Gordon & Bal, 2001; Sekiguchi, 2007).  They need to have adequate 
abilities which meet the demand of their profession and organization in order to 
succeed in their career. Possessing abilities which meet the demand of the work 
environment could assist in individual career growth and career aspirations that 
consequently could influence their career success.  Another unique factor in the 
engineering context is the availability of diverse career path namely the technical, 
managerial, hybrid, project-based and entrepreneur (Tremblay, Wils, & Proulx, 2002). 
Different career paths may require different capabilities to succeed in career.  
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Therefore, it is imperative to study the relationship between person-environment fit 
and career success among engineers.   
Investigations of the effects of job performance on career success have been 
limited.  Researchers have often been more interested in what contributes to job 
performance (Noe, 1996; Penley, Alexander, Jernigan & Henwood, 1991; Verbeke, 
1994), rather than what job performance brings about. Greenhaus, Parasuraman and 
Wormley (1990) findings, however, support the important influence of job 
performance on career success.  Studies by Taris, Schaufeli and Verhoeve, (2005), 
and Ji (2006) reported that person-organization fit affected job performance, but 
minimal study have related the variables to career advancement.  Past research on the 
effects of personality on career success have been inconsistent. Furnham (1992, p.2) 
noted, ``The effects of some personality dimensions such as machiavellianism, self 
monitoring, or type A behavior on career frequently excite temporary interest, but are 
soon forgotten''. He commented that occupational psychologists and personality 
theorists tended to ignore each other.  
Considerable research has linked person-organization fit to many positive 
work-related outcomes that should be related to career success. For example, fit has 
been shown to have implications for job involvement (Blau, 1987), organizational 
commitment (Blau, 1987; Meglino et al., 1989), individual health and adaptation 
(French, Caplan & Van Harrison, 1982; Moos, 1987), job performance (Caldwell & 
O'Reilly, 1990), and work attitudes (Caldwell & O'Reilly, 1990; Meglino, Ravlin & 
Adkins, 1989). Fit has also been shown to affect both applicant preferences and 
behaviors (Bretz, Ash & Dreher, 1989; Rynes, Bretz, & Gerhart, 1991). These suggest 
that those who fit are more likely to be attracted to the organization, be favorably 
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evaluated by established organizational members, display greater work motivation, 
and perform better than those who do not. 
Most previous studies regarding person-organization and person-job fit is 
conducted in the Western context, especially in Canada and the United States (Ferratt, 
Enns & Prasad, 2004; Sekiguchi, 2007). While there have been calls to expand the 
research on careers outside the West, to date there are only few published studies on 
the career experiences of those in non-Western countries (Tu, Forret & Sullivan, 
2006).  Studies on the relationships between individual personalities, person-
environment fit, and job performance in relation to career success in the Malaysian 
context are still minimal. The studies in Malaysia focused on the influence of person-
environment fit towards performance and satisfaction at work (Kamarul Zaman, 2008; 
Kamarul Zaman & Maisarah, 2003) and work adjustment among academician (Nor 
Wahiza, 2008).  Study by Kamarul Zaman and Maisarah (2003) suggested that the fit 
theory applied in western countries were also found to be relevant in Malaysia.  
Hence, it is worth to conduct a study that look into the influence of the person-
environment fit and personality on engineers’ career success, with the mediating 
effect of job performance in the Malaysian setting. 
 
1.3 Research Questions 
 
Based on the problems discussed in the previous section, this study is 
conducted to address the issues of whether individual’s career success depends on  
person-job fit, person-organization fit, personality traits and job performance. Thus, 
several research questions were constructed to examine the matter further:    
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 Does person-job fit, person-organization fit and personality traits associate 
with job performance? 
 Does person-job fit, person-organization fit, personality traits and job 
performance correlate with career success? 
 Does job performance mediates the relationship between person-job fit, 
person-organization fit, personality traits and career success? 
 
1.4 Research Objectives 
 
Generally, this study aims to examine factors that might influence career success 
among technical employees in organization. Therefore, to answer the research 
questions posted above, the following research objectives were formulated: 
 
 To investigate the relationship between person-job fit and job performance. 
 To determine the relationship between person-organization fit and job 
performance. 
 To examine the relationship between proactive personality and job 
performance. 
 To identify the relationship between person-job fit and career success. 
 To determine the relationship between person-organization fit and career 
success. 
 To examine the relationship between proactive personality and career success. 
 To identify the relationship between job performance and career success. 
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 To determine the mediating role of job performance on the relationship 
between person-job fit and career success. 
 To determine the mediating role of job performance on the relationship 
between person-organization fit and career success. 
 To determine the mediating role of job performance on the relationship 
between personality traits and career success. 
 
1.5 Significance of the Study  
 
The present study will add to the growing body of knowledge on career 
success, job performance, person-job fit, person-organization fit and proactive 
personality, especially within the context of private sectors in Malaysia. Specifically, 
the present study will enhance our understanding of the relationship between 
personality, person-job fit, person-organization fit, job performance and career 
success. In addition, the present study will also provide support for the role of job 
performance in mediating the relationship between individual factors and career 
success.  
Practically, the findings of this study would assist organizations in improving 
its practices that is important for employee career success. This is because, when 
employees posses certain personality and fit to the job and organization, it would 
affect their job performance and ultimately will enhance their career. This could assist 
employees to prepare themselves with specific criteria or factors needed by the 




1.6 Organization of Chapters 
 
This chapter is the first of five chapters in this research report. Chapter 2 gives 
general review of the literature on career success. The concept of career success and 
how it can be measured also presented. Discussion in Chapter 2 continues with past 
empirical findings on factors that might influence career success such as person-job 
fit, person-organization fit, personality traits and job performance. The chapter 
concludes with the development of the research framework. 
 Chapter 3 describes the method for the study, namely the research design and 
procedure. The chapter reports the selection of participants, sample types and size, 
and the development of questionnaire for the research. Chapter 3 ends with a brief 
description of the strategies and procedures that were used to analyze data collected 
from the survey. 
 Chapter 4 reports results of the study. There are reports of the descriptive 
statistical analysis, correlation analysis and regression analysis.  The results are 
summarized in a number of tables to facilitate interpretation. 
Chapter 5 discusses the interpretation of the research findings for the study. 
The findings are compared to those found in the past research reviewed in Chapter 2. 
New findings are also discussed. The chapter ends with a discussion on limitations of 
the study, their implications for both researchers and practitioners, and some 







2.1 Introduction  
 
This chapter sets out issues related to career success as presented and 
discussed in the career and management literatures. These issues are reviewed to 
provide theoretical foundation for the research. The chapter begins by describing the 
concept of career success. Then, how career success is commonly measured in the 
literature is discussed, followed by discussion on other variable tested in the study 
such as person-job fit, person-organization fit, proactive personality and job 
performance. The chapter then reviews finding from past studies on the factors that 
influence career success. The chapter concludes by discussing the research framework 
tested in this study.  
 
2.2 Career Success  
 
Understanding just career success means is critical to conducting effective 
studies in the field for any profession. Some researchers in the field of organizational 
behavior are beginning to question how career success been conceptualized, most 
notably Gunz and Heslin (2005). Generally, career success is often define as the 
positive psychological and work related outcomes resulting from an individual's work 
life (Abele & Spurk, 2009; Quigley & Tymon, 2006, Rode, Arthaud-Day, Mooney, 
Near & Baldwin, 2008; Seibert & Kraimer, 2001). This definition implies that career 
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success comprises of objective (i.e. level of position and salary) and subjective (i.e. 
satisfaction with work) elements, which can lead to different outcomes of one’s 
career.  
Objective career success is the achievements that are generally assessed by job 
status, salary or number of promotion (Bozionelos, 2004; 2008; Mayrhofer, Meyer, 
Schiffinger and Schmidt, 2008). Gunz and Heslin (2005) suggest that individuals use 
an objective approach to answer a subjective question in that when asked about their 
personal career success, individuals tend to compare themselves with others in 
determining their own level of success (Gunz & Heslin, 2005, p.106).  
On the other hand, subjective career success refers to individual’s feeling or 
perception of accomplishments and satisfaction with his/her career (Bozionelos, 2004; 
2008; Mayrhofer, Meyer, Schiffinger & Schmidt, 2008). Subjective career success 
reflects the natural flow of the individual’s perceptions of satisfaction and success in 
work activities or career roles. The emphasis is on the person rather than the 
organization. Hall (1996) believed that subjective career success is more relevant 
since an individual has a potentially greater responsibility to take in career 
development. From the subjective side, individuals view their career success as a 
function of their own internal standards and perceptions of satisfaction and success in 
social networks of relationships.  
There are authors who refer the objective and subjective element of career 
success as intrinsic and extrinsic dimensions (Gattiker & Larwood, 1988; Judge, 
Cable, Boudreau & Bretz, 1995; Melamed, 1996; Nabi, 2003). Intrinsic success 
represents the subjective component of career success, and refers to individuals’ 
feelings and reactions to their own careers, and is usually assessed in terms of 
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psychological success such as career satisfaction, career commitment, and job 
satisfaction (Gattiker & Larwood, 1988; Judge, Cable, Boudreau & Bretz, 1995). 
Extrinsic success represents the objective component of career success, and refers to 
observable career accomplishments or outcomes, such as pay, promotions, 
ascendancy, and occupational status (Jaskolka, Beyer  & Trice, 1985). 
Intrinsic career success described the feeling of satisfaction with job, career, 
and life, while extrinsic career success is described in terms of salary and promotion 
(Nabi, 2003). Intrinsic measures of success include elements of job satisfaction, such 
as taking a job all over again if given the opportunity, recommending your job to a 
friend, comparing your job to some ideal, how the job measures up to your 
expectations, and perceived self-efficacy on the job. Burke and McKeen (1995) 
studied career success using mainly intrinsic measures including "job satisfaction, 
intention to quit, job involvement, satisfaction with career progress to date, and 
anticipated career progress" in a study of managerial and professional women (Burke 
& McKeen, 1995, p.86). 
Extrinsic career success can be measured using only extrinsic indicators such 
as one's number of subordinates, workplace function, and gross income (Hoeksema, 
van de Vliert & Williams, 1997). Judge and Cable (2004) measured career success in 
terms of one extrinsic measure, income, in a study of the relationship between 
physical height and workplace success. Extrinsic definitions of success included 
salary, promotion, and other forms of external reward such as an individual's 
comparison of his or her performance appraisal relative to others, the frequency of 
assignment of special duties, management responsibilities, and lateral reassignments, 
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and the frequency of received financial support for conferences, workshops, and 
continuing education.  
However, the contemporary career theory is now moving toward a much 
broader definitions of career and career success, and incorporating notions such as 
self-direction, flexibility, adaptation, whole life context, and personal meaning as key 
considerations. Hall (2002) for example defined a career as “the individually 
perceived sequence of attitudes and behaviors associated with work-related 
experiences and activities over the span of the person’s life”. This definition provides 
a time orientation, does not attempt to judge career success, does not focus on any one 
aspect of the career, such as a particular job or skill, and is the outcome of the totality 
of an individual’s work experiences, including both the objective observations and the 
subjective interpretations of those experiences. 
In conclusion, career success is a way for individuals to fulfill their need for 
achievement and power. Because it improves people’s quantity or quality of life, the 
study of who can get ahead and why is of interest and value. Career success has 
received significant attention in studies of the organizational behaviors. Research on 
career success benefits not only affect individuals but also organizations. At the 
individual level, career success refers to acquisition of materialistic advancement, 
power, happiness and satisfaction. Knowledge of career success helps individuals 
develop appropriate strategies for career development. At the organization level, 
knowledge of the predictors of career success helps human resource managers design 




2.3 Job Performance  
 
Individual job performance is defined as the quantity and quality of work 
produced by an employee based on the stipulated standards (Hoobler, Hu & Wilson, 
2010). The definition depicted that job performance is a relatively common behavioral 
outcome attained by an employee compared with the determined standards. As 
indicated in Hoobler, Hu and Wilson’s (2010) study, the level of job performance is a 
major factor to determine employees’ career outcomes (i.e. salary increment, 
promotions and satisfaction). The reason being, that the level of job performance are 
often the measurement used by not only management, but also the employees to 
determine their career achievement since such job performance influences their 
remuneration determination, promotional opportunities and finally affects their sense 
of success.  
Based on the above discussion, clearly depicted that job performance is largely 
composed of task completion, which is concerns the skills and attitudes that are 
required to enable an employee to effectively perform the job duties that is an increase 
in his/her productivity. Thus, job performance can be referred to as behavior or 
attitude that can be measured through individual competency or contribution level to 
their job (Oh & Berry, 2009). This means, individual job performance includes 
behaviors focused on structuring work and getting tasks done based on the pre-
determined performance standards. In other words, job performance shows the ability 
of individual employee fulfilling their respective job expectation as well as attaining 
performance standards that are set by their organization. Employees will only be 
considered as good performer if their job performance has achieved the standards, if 
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opposite, they are categorizes as poor performer (i.e. obtain low level of job 
performance). Hence, job performance should be quantifiable and measurable based 
on quantity and quality of work done by the employees. 
   
2.4 Person-Job Fit 
 
Person-job fit refers to the congruency between an individual’s abilities with 
what is required to perform the job (Cable & DeRue, 2002). It concerns with the 
degree of compatibility between a person and a specific job. In another word, person-
job fit is the match between individual knowledge, skills, and abilities (KSA) and 
demands of the job or the needs of an individual and what is provided by the job 
(Edwards, 1991; O’Reilly, Chatman, & Caldwell, 1991).  
Past studies have shown that a high level of person-job fit results in a number 
of positive outcomes. In one study, Edwards (1991) examined how person-job fit 
affected the level of job satisfaction, job stress, motivation, performance, attendance, 
and retention. When person-job fit is assessed as the match between what an 
employee wants and receives from performing job, it correlated with improved job 
satisfaction, adjustment, and organizational commitment, as well as reduced 
intentions to quit. Additional benefits for performance have also been demonstrated 
when the definition of person-job fit is expanded to include the match between 
abilities and their job demands (Edwards, 1991). Similar findings were also found in a 
study conducted by Cable and Judge (1996), Kristof (1996) and Saks and Ashforth 
(2002) where individuals who have higher perceptions of fit have been found to have 
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more positive job attitudes, increase in job performance, organizational commitment, 
lower intentions to quit and turnover, and fewer stress-related symptoms. 
In other study, Saks and Ashforth (1997) found that job applicants’ 
perceptions of fit with a job impacted their choices of organizations. Person-job fit has 
also been found related to turnover intentions (Cable & Judge, 1996). Apart from that, 
a study conducted by Kristof-Brown, Jansen and Colbert (2002) showed that person-
job fit was positively related to job satisfaction and to job performance and was 
negatively related to intentions to quit for both office employees and truck drivers.  
 
2.5 Person-Organization Fit 
 
Person-organization fit is argued to be important for an individual success 
within an organization. Basically, person-organization fit is defined as the congruence 
of the direct attributes of a person with the direct attributes of the particular situation, 
job or organization (Chatman, 1991). Similarly, Kristof (1996, pp. 4-5) defined this 
concept as the compatibility between people and organizations that occurs when (a) at 
least one entity provides that the other needs, (b) they share similar fundamental 
characteristics, or (c) both. However, there are scholars who discussed person-
organization fit in terms of person-environment fit. In such cases, discussions focus 
directly on work environment, whereby it is defined as the compatibility that occurs 
when individual and work environment characteristics are well matched (Rousseau & 
Parks, 1992). Regardless of the slight differences between the definitions of the 
concept, all of them agreed that there should be compatibility between an individual 
and the organization where he or she works. 
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Person-organization fit has been discussed by scholars in terms of various 
dimensions. According to Piasentin and Chapman (2006), it has two dimensions 
which are: (a) supplementary fit that occurs when individuals’ characteristics are 
similar to organizational characteristics; and (b) complementary fit that occurs when 
individuals’ characteristics “fill a void or adds something missing in the 
organization”.  On the other hand, there are also those who discussed person-
organization fit in terms of demand-abilities and needs-supplies fit (Nikolaou, 2003). 
Other than that, the match or fit between individuals and organizations could 
be in various forms. However, most literatures have discussed fit in terms of culture 
and values (e.g. Del Campo, 2006; Silverthorne, 2004).  In essence, the work values 
of an individual must be able to fit into the work culture of the organization. Hence, to 
maintain a productive organization, DelCampo (2006) insisted that managers must 
strive to create an environment or organizational culture that is agreeable to a bulk of 
the individuals within the organization.  This is in fact a psychological contract that 
exists between the individual and the organization.  
Psychological contract is comprised of the implicit and explicit promises that 
have been shaped by the organization in terms of the exchange agreement between 
individuals and the organization (Rousseau, 2001). Mainly in terms of person-
organization fit, what this is saying is that when an individual is accepted (employed) 
by a certain organization, this organization believes that this individual will be able to 
fit into the organization’s work environment, or the organization is willing to provide 
whatever that is needed by the individual to succeed. In return, when the individual 
accept an organization’s offer means that the individual can fit him or herself into the 
work environment of the organization and is willing to make necessary adjustment in 
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order to be successful. In support of that, Schneider (2001) advances an attraction-
selection-attrition model suggesting that work values are core means by which 
individuals judge their person-organization fit and individuals are attracted to and 
seek employment with organizations that exhibit characteristics similar to their own 
and organizations in turn tend to select individuals who are most similar to the 
organization. 
 
2.6 Proactive Personality  
 
Proactive personality describes an individual who taking initiative to create 
positive change in his/her working environment by overcoming obstacles, improving 
current circumstances or creating new ones (Crant, 2000; Seibert, Kraimer & Crant, 
2001). Proactive personality is considered a stable disposition that characterized 
individual as someone who likes to challenge the status quo rather than passively 
accepting and adapting to current conditions (Seibert, Kraimer & Crant, 1999). 
Therefore, proactive personality consists of behaviors such as initiative, flexibility and 
making positive influences on their career path. Covey (2004) defines the 
characteristics of proactive individual as: 
 
They do not blame circumstances, conditions, or conditioning for their 
behavior. Their behavior is a product of their own conscious choice, based 





From the above discussion, clearly showed that proactive individual will 
actively seek for changes and opportunities by means to improvise present work 
conditions for furthering career success. This means that proactive individual will not 
satisfied with the current achievement, which they will continuously looking for 
various approaches to be continuously be advanced in their career progression.  
 Many researchers have studied the effects of proactive personality in varies 
fields, such as job performance (Crant, 1995; 2000; Fuller, Hester & Cox, 2010), 
career success (Crant, 2000; Seibert, Kraimer & Crant, 1999; 2001), satisfaction 
(Greguras & Diefendorff, 2010; Li, Liang & Crant, 2010), personal achievement 
(Bateman & Crant, 1993), and organizational citizenship behavior (Li, Liang & Crant, 
2010). Their results were similar with premise that proactive personality will enact 
individual behavior by actively take advantage on the opportunities they have or 
creating the new one that allow them to manipulate and control their surrounding 
environment, which results in high achievement at workplace.     
 
2.7 Person-job Fit and Career Success  
 
Organizations that seek to attract and retain the best possible knowledge 
employees hold benefit from an understanding of what leads to their career 
satisfaction. An understanding of the process by which career success is created could 
therefore allow organizations to attract applicants who are likely to perceive higher 
levels of person-job fit and, in turn, to be satisfied and committed to their job and 
career. Chen (2010) argued that workers will establish an equilibrium state between 
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their needs and the supplies within their job environment. This equilibrium will 
results in certain levels of career satisfaction and performance.  
Many researchers have suggested that different types of fit that fall under the 
notion of person-environment fit play significant roles in job or career choice 
decisions and that each form of fit is considerably influential in areas such as job 
satisfaction, performance, commitment and career- related outcomes (Bretz & Judge, 
1994; Cable & De Rue, 2002; Kristof-Brown, Zimmerman & Johnson, 2005; Ostroff, 
Shin & Kinicki, 2005). In other study, Wheeler, Gallagher, Brouer and Sablynski 
(2006) examined the relationship between person-job fit, job satisfaction, perceived 
job mobility, and intent to turnover. They found that decreases in person-job fit, 
which led to decreases in job satisfaction, were more likely to result in increases in 
intent to turnover if the individual also perceived alternative job opportunities. 
In short, Chen (2010), suggest that career management on the part of 
organizations is not the waste of time, but that it can lead to more successful careers 
for employers, from which the organization itself can benefit, in the form of harder 
working and higher job performance. 
 
2.8 Person-organization Fit and Career Success 
 
Unfortunately, the benefits of person-organization fit to individuals have not 
been thoroughly explored by researchers. Nonetheless, studies have found that 
person-organization fit is one of criteria that have been used by most individuals in 
selecting organizations to work for (Backhaus, 2003) or making decisions regarding 
job acceptance (e.g. Carless, 2005). This is because people in general want to be 
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happy and feel content with the place where they work. In addition to that, most 
people want to have successful career and usually the chances that one’s career will 
flourish in organizations where he or she fits perfectly is much higher. In essence, 
person-organization fit is beneficial to individual career success. However, empirical 
evidence that relate person-organization fit and career success is still lacking to 
confirm this fact. 
Nonetheless, Ballout (2007) discussed the relationship between person-
organization fit and career success. This researcher indicated that “a high level of 
person-organization fit is likely to increase employees commitment and motivation 
toward task performance and their engagement in good and lasting relationships 
(mentoring relationships, organizational citizenship behaviors) with their employers, 
which in turn will result in positive individual career and organizational outcomes” 
(pp. 751). This argument is supported by Zhang (2008) who studied the relationship 
between person-organization fit and subjective career success. According to Zhang 
(2008) person-organization fit explains subjective career success significantly and the 
correlation between them is positive. Hence, it can be concluded that person-
organization fit is also beneficial to individual employees. 
 
2.9 Proactive Personality and Career Success  
 
Proactive personality is defined as the degree to which individuals 
demonstrated an active role orientation.  People with this kind of personality do not 
accept their roles passively rather they challenge the status quo and initiate change 
(Bateman & Crant, 1993).  Likewise, proactive personality is a unique disposition and 
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distinct from self-consciousness, need for achievement, need for dominance, and 
locus of control.   Proactive individuals tend to be self-starters (Frese, Kring, Soose, & 
Zempel, 1996), future oriented (Parker, Williams, & Turner, 2006) and persistence in 
doing activities until their objectives are achieved (Crant, 2000). 
Seibert, Kraimer and Crant (2001) had developed and tested a model linking 
proactive personality and career success (salary progression, promotions in past 2 
years, and career satisfaction) through a set of four behavioral and cognitive 
mediators (voice, innovation, political knowledge and career initiative).  A 2-year 
longitudinal design with data from a sample of 180 full-time employees and their 
supervisors was used. Results from structural equation modeling showed that 
proactive personality measured at time 1 was positively related to innovation, political 
knowledge, and career initiative, but not voice; all measured at time 2.  Innovation, 
political knowledge and career initiative in turn had positive relationships with career 
progression, salary growth and the number of promotions during the previous 2 years) 
and career satisfaction. Interestingly, it was found that voice had a negative 
relationship with career progression.  This finding suggests that speaking up and 
being critical can enhance career progression only if employees offer constructive 
ideas along with their critiques. 
Erdogan and Bauer (2005) examined person-organization fit and person-job fit 
as moderators of the relationship between proactive personality and intrinsic career 
success (job and career satisfaction).  They hypothesized that proactive personality 
would be related to intrinsic career success only to the extent that individuals had high 
fit with organizations and jobs.  In study 1, they used a sample of 295 teachers and 
139 of their peers working in 15 elementary and high schools in Turkey.  The study 
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found that proactive personality was positively related to job satisfaction only for 
individuals with high person-organization fit.  Furthermore, they found that proactive 
personality was positively related to career satisfaction only for individuals with high 
person-organization fit ad high person-job fit. The study was then replicated in study 
2 using a sample of 203 university professors in the United States.  Person-
organization fit was used as a moderator of personality with respect to job and career 
satisfaction.  They found no support in either sample for person-job fit as a moderator 
of proactive personality with respect to job satisfaction.  In study 2, they found that 
research productivity was related to proactive personality differentially for high and 
low person-job fit tenure-track faculty members.    
Prabhu (2007) empirically tested direct and indirect (mediators and 
moderators) effects of proactive personality on job related outcomes - job 
performance, job satisfaction, and intent to remain in organization.  The study was 
done on 275 employees working in non-profit organization located in Southeastern 
United States. The results showed that proactive personality was positively and 
significantly related to job performance and job satisfaction. Affective commitment to 
change fully mediated the relationship between proactive personality and intent to 
remain with the organization. Job satisfaction fully mediated the relationship between 
proactive personality / affective commitment to change and proactive personality / 
intent to remain with the organization.  Career future fully moderated the relationship 
between proactive personality / intent to remain with the organization while job 





2.10 Job Performance and Career Success 
 
Greenhaus and Parasuraman’s (1993) study indicated that one of the key 
influence on employees’ career success were their job performance. The level of 
employees’ job performance may facilitate their supervisor to decide about the 
compensation allocations, promotions, terminations, transfers, recognition awards, 
and training opportunities that can influence their total career satisfaction. Therefore, 
the achievement of high level of job performance can be a source of happiness for 
employees since they may receive valuable rewards from their employer. This point 
was supported by Walker, Churchill and Ford (1977), which they suggested that 
employees’ performance outcome had significance direct positive effect on 
employees’ sense of success.  
On the other hand, job performance can also be a source of fretfulness and 
frustration among employees if they failed to perform the job accordance to the pre-
determined standards. This means if employees repeatedly unsuccessful in 
accomplishing their job nicely, it could influence their emotional state and result in 
low career success since they might failed to get promotional opportunities. Hence, 
getting lower level of job performance is one of the possible causes of low career 
success. According to Ducharme, Singh and Podolsky (2005), and Ivancevich (2001), 
job performance always related to pay raises and promotions decisions. Hence, most 
employees are highly motivated to put extra efforts on their job productivity by means 
to gain positive career outcomes (Menguc, 1996). Therefore, employees’ career 




2.11 Person-job Fit and Job Performance  
 
Person-job fit focuses on the knowledge, skills, and abilities to perform given 
job duties. The focus is on the individual level of analysis because employees are 
likely to have different sets of job assignments. This type of fit assures that employees 
have the technical expertise to perform their assigned job. If person-job fit is widely 
used throughout the organization, then shifting the effects of this type of person-
environment fit to an organizational level of analysis entails having an overall 
technically competent work force. The aggregated effects of this type of human 
capital are associated with functionally based organizational competencies (Hamel, 
1994).  
Hamel (1994) suggested that this type of expertise often enables one function 
of the supply chain to be more advanced than its competitors, which provides a 
sustained competitive advantage. For example, Prahalad and Hamel (1990) suggested 
that Honda's expertise in power trains provides functional competencies that yield a 
competitive advantage. Similarly, Wal-Mart's expertise in logistics (Stalk, Evans, & 
Shulman, 1992) generates functional competencies that provide a competitive 
advantage, and the strength of Xerox once arose from its functional competence in 
marketing and Human Resource Management (Grossman, 2001). In all of these cases, 
technical and functional competencies provide the rare, valued, and difficult to imitate 





2.12 Person-organization Fit and Job Performance  
 
Indeed, previous literatures have persistently claimed that person-organization 
fit is beneficial to organizations. Studies have shown that it has a positive impact on 
employees’ job-related attitude and behavior.  In relation to job-related attitude, 
studies have found that person-organization fit is one of the significant predictors of 
employee organizational commitment (Ambrose, Arnaud, & Schminke, 2008; Boon, 
Hartog, Boselie, & Paauwe, 2011; Da Silva, Hutcheson, & Wahl, 2010; Vigoda-
Gadot & Meiri, 2008), job satisfaction (Ambrose, Arnaud, & Schminke, 2008; Boon, 
Hartog, Boselie & Paauwe, 2011; Vigoda-Gadot & Meiri, 2008), intention to stay (Da 
Silva, Hutcheson, & Wahl, 2010), and turnover intention (Ambrose, Arnaud, & 
Schminke, 2008). Besides that, person-organization fit is also significantly and 
positively related to various job behaviors such as organizational citizenship 
behaviors (Yaniv, Lavi, & Siti, 2010), and job performance (Bright, 2007; Mosley, 
2002; Wang, Yan, Sun, & Zhang , 2010); and negatively related to actual turnover 
(DelCampo, 2006).  
The relationship between person-organization fit and job behaviors, 
specifically job performance is of high concern for all organizations because without 
it the organizations could not survive. In general, research has indicated that there is a 
significant relationship between person-organization fit and job performance (Mosley, 
2002). In addition to that, the study by Bright (2007) also reported that person-
organization fit had a significant impact on the job performance of employees at 
public organizations that it even fully mediates the relationship between public 
service motivation and job performance among these employees. This finding is also 
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supported by Wang, Yan, Sun & Zhang(2010) who found that person-organization fit 
partly mediates the relationship between organizational socialization and employee 
job performance. In short, person-organization fit a strong predictor of job 
performance, and hence it is highly beneficial for organizations. 
 
2.13 Proactive Personality and Job Performance  
 
Proactive personality refers to the individual efforts in manipulating the 
difficult work environment by creating and taking opportunities to achieve positive 
job outcomes (Fuller, Hester & Cox 2010). Past research has consistently found that 
proactive personality is positively related to job performance (Baba, Tourigny, Wang 
& Liu, 2009; Crant, 1995; Fuller, Hester & Cox 2010). Individual with highly 
proactive personality are likely to perform better than others because they know how 
to control, create and enact the opportunities and make contribution to their job 
performance. Since most of the organization use job performance as the criteria to 
determine employees’ pay and promotion, thus for the employees who have the 
characteristic of proactive personality will actively seek for the chances to enhance 
their performance in order to gain pay increment. For instance, Crant’s (2000) study 
found that highly proactive salespersons was presumed to obtain higher job 
performance through their initiative on selecting and changing the sales environment, 
such as only focusing on the high-end market and new clients, which bring 
meaningful outcomes for them. This means people with proactive personality may 
alter their own work methods, procedures and decisions to influence the situations in 
which they work. Therefore, they are likely to seek for job information, sponsorship 
28 
 
and opportunities for self-improvement, such as developing expertise in areas that are 
critical for the enhancement of job performance.  
Since the efforts to enhance job performance is largely self-directed, therein 
lays the importance of proactive personality on individual’s job performance. 
Proactive individuals approach their performance differently than less proactive 
people. Proactive individuals tend to find causes, identify solutions and solve 
problems if they confronted with job obstacles. According to Bakker,Tims and Derks 
(2012), proactive individuals will effectively regulate their behaviors in selecting and 
creating job resources and opportunities by transforming them into meaningful tools 
that can help them to produce excellent job performance. In addition, if proactive 
individuals faced with obstacles, they were more likely to be motivated by challenges, 
which, in turn, urge them to actively engage in strategize actions to solve the 
problems and make important contribution to job tasks. This means individuals who 
were characterized by a proactive personality have the ability to transform the 
difficulties to opportunities and take it on themselves to have positive impact on their 
job performance. Hence, it is believed that those individuals who possess proactive 
personality will make use of the opportunities to achieve excellent job performance.  
 
2.14 Job Performance as Mediator 
 
As indicated earlier, job performance is one variable that has been studied by 
many researchers (e.g. Ziegler, Hagen, & Diehl, 2012). This interest on job 
performance is mainly because it was agreed that individual job performance will 
eventually translate into organizational performance and as such, higher job 
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performance will lead to higher organizational performance. Due to this fact, most of 
these studies revolved around the factors that contribute to job performance. In fact, in 
the current study, it is posited that proactive personality, person-job fit and person-
organization fit are also significant contributors to job performance.  
It has also been argued that individual job performance also leads to various 
benefits for the individual themselves, such as higher rewards in terms of increment 
(Beem, 2001) and promotion (i.e. career success) (Igbaria & Wormley, 1995; Igbaria 
& Baroudi, 1995), as well as higher career satisfaction (Greenhaus, Parasuraman, & 
Wormley, 1990) and job satisfaction (Ziegler, Hagen, & Diehl, 2012). Unfortunately, 
empirical studies that focus on the consequence of job performance are scanty. 
Nonetheless, there are studies that indicate significant relationships between job 
performance and various career outcomes (e.g. Greenhaus, Parasuraman, & Wormley, 
1990; Igbaria & Baroudi, 1995). Furthermore, one study by Igbaria and Wormley 
(1995) suggested that minorities may experience considerable discrimination in their 
jobs that lowers their performance and ultimately impedes their career advancement. 
In essence, Igbaria and Wormley’s (1995) study showed that job performance 
mediates the relationship between experience of discrimination and career success. 
Hence, the current study also posited that individual job performance is a significant 
contributor to career success and therefore, it is argued that job performance could be 
a mediator to the relationship between proactive personality, person-job and person-





2.15 Research Framework 
 
The research framework shown in Figure 2.1 is developed based on the 
discussion of literature on career success (Bretz & Judge, 1994; Cable & De Rue, 
2002; Greenhaus and Parasuraman, 1993; Kristoff, Zimmerman & Johnson, 2005; 
Ostroff, Shin & Kinicki, 2005; Seibert, Kraimer & Crant, 2001; Zhang, 2008).  The 
research framework for this study shows the relationship between person-job fit, 
person-organization fit, proactive personality and career success. In this study, 
person-job fit, person-organization fit and proactive personality are the independent 
variables, while career success is the dependent variable. This research framework 
also tested job performance as the mediating variable in the relationship between 
person-job fit, person-organization fit, proactive personality and career success.  
 


















This chapter has presented discussion on the past and existing empirical works 
in the areas of person-job fit, person-organization fit, proactive personality, job 
performance and career success. Empirical studies on the mediating effects of job 
performance were also addressed. The chapter has also presented the research 
framework tested in the study. The following chapter, Chapter 3 describes the method 









Chapter 3 describes the method for the study. In this chapter, the sample 
design, survey materials used in the study, procedure for collecting data and the 
research measures are described. The chapter ends with strategies for analyzing the 
data.  
 
3.2 Research Design 
 
Quantitative research design is used in this study as it allows the testing of 
relationship between variables using statistical methods. The primary objective of this 
study is to examine the relationship between person-job fit, person-organization fit, 
personality, job satisfaction and career success. Quantitative research design is said to 
enable the researcher to test the relationship between the research variables; can 
reliably determine if one idea or concept is better than the alternatives; and is able to 
answer questions about relationships among measured variables with the purpose of 
explaining, predicting, and controlling phenomena (Anderson, Sweeney & Williams, 
2004; Kreuger & Neuman, 2006; Leedy & Ormrod, 2005). Therefore, quantitative 
research design is more suitable is for this study. In addition, quantitative research 
design also allows the analysis to be carried out on a large sample which can be 
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generalized to the whole population, and permits the use of standard and formal sets 
of questionnaire to be distributed to every respondent. 
The study was conducted in the natural environment of the organization where 
the researcher interference is minimal. Conducting a study in a natural environment 
will not just create high external validity, the findings will also be more robust, 
relevant and comprehensive (Hair, Jr, Money, Samouel & Page, 2007; Zikmund, 
2000). 
For this study, the unit of analysis is at the individual level (technical staffs) 
and the primary data for this study were collected through distribution of 
questionnaire. Respondents’ perceptions about the person-job fit, person-organization 
fit, personality and job performance become the basis for understanding their 
influence on career success. Therefore, it is suitable to use individual as a unit of 
analysis to test all the variables shown in the research framework. 
The study was cross-sectional, where the data was collected at one point of 
time. Compared to longitudinal design, a cross-sectional design is simple, inexpensive 
and allows for the collection of data in a relatively short period. 
 
3.3 Population and Sampling Design 
3.3.1 Population 
 
Population for this study includes all technical staffs from MSC status 
companies located in the Northern region of Peninsular Malaysia. According to 
industrial training list (www.fke.utm.my/li/document/list_sykt_zonutara.pdf), there 
are 68 MSC companies in this region. However, for this study, only companies 
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located in Kedah and Penang are chosen. There are 50 MSC status companies located 
in these two states. Out of 50 companies contacted, only 10 companies agreed to 
participate. 
 
3.3.2 Sampling Size and Technique 
 
Since the exact number of technical employees from each of the companies 
under study was not known (due to undisclosed data by the MSC companies), the rule 
of thumb suggested by Roscoe (1975) as indicated in Sekaran (2003) were used. He 
proposed that sample size larger than 30 and less than 500 are appropriate, but sample 
size should be several times (preferably 10 times or more) as large as the number of 
variables in the multivariate analyses.  
As the MSC companies were reluctant to reveal the numbers of technical 
employees in their companies, the sampling technique of proportionate sampling 
could not be conducted. Hence, it was decided to divide equally the number of 
questionnaires that is 30 set for each participated companies. This method has been 
used in previous studies (Nik Kamariah, 1995; Nor Azila, 2005).   
  
3.4 Design of the Questionnaire 
  
The questionnaire was prepared in English, as professional-level workers in 
Malaysia can and often do work in English. Each participant in this survey received a 
seven-page questionnaire (with cover letter attached). The questionnaire used in this 
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study is shown in Appendix A.  The seven-page questionnaire consisted of five 
sections. Section 1 asked about participants’ personality, and there were 10 items. In 
Section 2 of the questionnaire, there were 4 items about the person-organization fit 
and 6 items about the person-job fit. Section 3 asked about participants’ job 
performance and there were 10 items. In Section 4, there were 5 items about career 
success. The final section of the questionnaire, Section 5, sought the demographic 




Representatives from MSC status companies were contacted personally by 
telephone. Through the initial telephone conversation, researcher explained the 
purpose of the call and asked for permission to distribute the questionnaire. Once 
permission was granted, 30 sets of questionnaire were sent to the representative to be 
distributed to the technical staffs in the organization. Respondents were assured that 
all the information given will remain confidential at all times and will be used for the 
study only. They were not requested to identify themselves in that they do not put 
their names on the survey forms. Respondents were given a week to complete the 
questionnaire. A follow-up telephone call reminder was made to the representative 






3.6 Research Measures and Operational Definitions 
3.6.1 Career Success Measures 
 
Career success can be assessed using an objective career success measurement 
such as monthly salary, job level and number of promotions with current employers, 
or through subjective career success. In this study, career success is measured by 
subjective career success. In this study, career success is measured by 5-item of 
Perceived Career Success (PCS) developed by Greenhaus, Parasuraman and Wormley 
(1990). According to Hofman, Dries and Pepermans (2008), PCS is the most widely 
used measurement available in the career success literature, and has been tested in 
more than 240 studies (e.g., Abele & Spurk, 2009; Armstrong-Stassen & Cameron, 
2005; Aryee & Chew, 1994; Aryee & Debrah, 1993; Ballout, 2009; Burke, 
Divinagracia, & Mamo, 1998; Judge, Cable, Boudreau,  & Bretz, 1995; Nabi, 2001, 
2003; Poon, 2004), with high reliability value of .88. Operational definitions and 
items for career success are shown in Table 3.1. 
 
Table 3.1 
 Operational definition and items for career success  
 
Variable Operational Definition Items 
Subjective 
career success 
Employee’s perception of 
his/her own satisfaction 
with reference to personal 
financial goals and career 
success.   
 
 
1. I am satisfied with the success I have 
achieved in my career. 
2. I am satisfied with the progress I have 
made toward meeting my overall 
career goals. 
3. I am satisfied with the progress I have 
made toward meeting my goals for 
income. 
4. I am satisfied with the progress I have 
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made toward meeting my goals for 
advancement. 
5. I am satisfied with the progress I have 
made toward meeting my goals for the 
development of new skills.  
(Sources: Greenhaus, Parasuraman & Wormley, 1990) 
 
3.6.2 Person-job Fit Measures 
 
In this study, items for measuring person-job fit were adopted from two 
sources, Lauver and Kristof-Brown (2001) and Cable and DeRue (2002). Lauver and 
Kristof-Brown (2001) have developed five items to measure person-job fit, and the 
scale has been reported to have adequate internal consistency, Cronbach alpha of .79. 
However, this study only adopted three of the items as the other two items measured 
the individual personality which is not included in this study.  
The three items adopted from Lauver and Kristof-Brown (2001) only 
measured the level of employees’ skills and abilities that fit the requirement of the 
job. But, the conceptualization of person-job fit includes employees’ competencies 
that consist of employees’ knowledge, skills, and abilities that required for job 
implementation. Therefore, to capture the element of employees’ knowledge which 
was not included in Lauver and Kristof-Brown’s (2001) instrument, this study 
adopted another three items developed by Cable and DeRue (2002).  In Cable and 
DeRue’s (2002) studies, the element of education required for job implementation 
was developed in relation to education and training. The instrument has been reported 
to have high reliability result of .89. Table 3.2 shows the operational definitions and 














congruence with the 
demands of the job. 
 
 
1. My abilities fit the demands of my job. 
2. I have the right skills and abilities to 
perform in my job. 
3. There is a good match between the 
requirement of my job and my skills.       
4. The match is very good between the 
demands of my job and my personal 
skills. 
5. My abilities and training are a good fit 
with the requirements of my job. 
6. My personal abilities and education 
provide a good match with the demands 
that my job places on me. 
(Sources: Lauver & Kristof-Brown, 2001; Cable & DeRue, 2002) 
 
3.6.3 Person-organization Fit Measures 
 
To assess person-organization fit, two items previously used by Hutcheson 
(1999) that was originally developed by Cable and Judge (1996) were adopted. The 
original scale developed by Cable and Judge (1996) were to measure person-
organization supplementary fit. However, Hutcheson (1999) has made some 
modification to the original version to measure person-organization complementary 
demands-abilities fit. Coefficient alpha for the newer version of person-organization 
measure was .85. Another two items were adopted from Sekiguchi (2004) to measure 
person-organization demands-abilities fit. These two items represent the measurement 
of knowledge required by the organization and had a reliability value .75. Table 3.3 




Operational definition and items for person-organization fit  
 






knowledge, skills and 
abilities congruence with 
organization’s demands.    
1. I possess the skills and abilities to 
succeed at this organization.  
2. I believe my skills and abilities 
“match” those required by this 
organization in general.  
3. I have knowledge and skills that 
meet the company’s demands.  
4. My ability matches the 
characteristics of the business.         
(Sources: Cable & Judge, 1996; Sekiguchi, 2004) 
 
3.6.4 Proactive Personality Measures 
 
Proactive personality is measured by 10 items, the shortened version of 
Bateman and Crant’s (1993) proactive personality scale. Operational definitions and 
items used to measure proactive personality are shown in Table 3.4. 
 
Table 3.4  
Operational definition and items for proactive personality 
 
Variable Operational Definition Items 
Proactive 
personality 
Individual efforts in 
manipulating the difficult 
work environment by 
creating and taking 
opportunities to achieve 
positive outcomes 
1. I am constantly on the lookout for 
new ways  to improve my life 
2. Whenever I have been, I have been 
a powerful force for constructive 
change 
3. Nothing is more exciting than 
seeing my ideas turn into reality 
4. If I see something I don’t like, I fix 
it 
5. No matter what the odds, if I 




6. I love being a champion for my 
ideas, even against others’ 
opposition 
7. I excel at identifying opportunities 
8. I am always looking for better ways 
to do things 
9. If I believe in an idea, no obstacle 
will prevent me from making it 
happen 
10. I can spot a good opportunity long 
before others can   
(Sources: Bateman & Crant, 1993) 
 
3.6.5 Job Performance  
 
To measure employees’ job performance, a 10-item scale developed by 
Maimunah Ismail and Asma Ahmad (1996) was used. Coefficient alpha for the 10-
item scale was .84. Table 3.5 shows the operational definitions and items used to 
measure job performance. 
 
Table 3.5  
Operational definitions and items for job performance 
 
Dimensions Operational definitions Items 
Job 
performance 
Attitude or behavior that 
leads that relates to 
organizational goal and 
can be measured through 
individual competency or 
contribution level to the 
organization. 
1. Work quantity as compared to goals 
targeted. 
2. Work quality as compared to goals 
targeted. 
3. Ability to perform job within time 
frame. 
4. Ability to perform rules and 
administrative directives. 
5. Ability to organize/perform job. 
6. Ability to convey message, opinion and 
verbal or written directives. 
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7. Ability to make decisions according to 
job requirements within the time frame. 
8. Ability to identify and solve problem. 
9. Ability to organize, divide and perform 
task. 
10. Ability to develop network and 
relationship with top management and 
colleagues. 
(Source: Maimunah & Asma, 1996) 
 
3.7 Data Analysis Strategy 
  
Data from 180 respondents were included in the analyses. The analyses were 
conducted using descriptive, correlation and regression analysis. All the analyses were 
conducted using SPSS (version 17) program for Windows. 
 
3.7.1 Descriptive Analysis 
 
Descriptive statistics are used to describe the basic features of the data in a 
study. They provide simple summaries about the sample and the measures. Together 
with simple graphic analysis, they form the basis of virtually every quantitative 
analysis of data. Descriptive statistics are used to present quantitative descriptions in a 
manageable form. In research, there may be lots of measures or a large number of 
people on any of the measures. Descriptive statistics help to simplify the large amount 
of data in a sensible way. According to Pallant (2007), descriptive statistics are used 
to describe the sample characteristics, to check the variables for any violation of the 




3.7.2 Correlation Analysis 
 
Pallant (2007) stated that correlation analysis is a statistical technique used to 
explain the strength and direction of the linear relationship between two variables. 
The correlation’s degree is concerned to assess the strength and significance of a 
relationship between the variables. The ideal correlation of 1 or -1 indicates that the 
value of one variable can be determined accurately by knowing the value of other 
variable. Therefore, in order to determine the strength of the relationship between the 
variables in this study, the correlation technique is used to understand the direction of 
the relationship and amount of correlation between that dimensions of independent 
variables (person-job fit, person-organization fit and personality), and dependent 
variable (job performance). Additionally, in order to interpret the value between 0 (no 
relationship) and 1 (perfect relationship, Cohen’s (1988) suggestion is followed. 
When the value of r is between + 0.1 to + 0.29, the relationship is said to be small. 
The relationship is considered medium when r value is between + 0.30 to + 0.49, and 
the strength is large when r value is between + 0.50 and above. 
 
3.7.3 Regression Analysis 
 
Multiple regression analysis is a statistical technique that can be used to 
analyze the relationship between a single dependent (criterion) variable and several 
independent (predictor) variables. The objective of multiple regression analysis is to 
use the independent variable whose values are known to predict the single dependent 
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value selected by the researcher. Each independent variable is weighted by the 
regression analysis procedure to ensure maximal prediction from the set of 
independent variables. The set of weighted independent variables forms the regression 
variation, linear combination of the independent variables that best predicts the 
dependent variable (Hair, Black, Babin & Anderson, 2010). More so, multiple 
regressions are important because it can forecast future outcomes. The purpose of 
performing a multiple regression is to determine the predictive power of the 
independent variables (in this study, person-job fit, person-organization fit and 




This chapter has explained the research method and strategy for the study. It 
described the selection of the respondents, development of the questionnaire, the 
research materials, and the survey procedure. This chapter also briefly explains the 
adoption of several analyses such as descriptive, correlation and regression analysis to 
answer the research objectives. The results of these tests are reported in the next 







Chapter 4 reports results of the study. The chapter begins by reporting the 
response rate and data screening process. It then presents the demographic 
characteristics of the respondents and this followed by reporting the bivariate 
relationship between the research variables. The chapter concludes with the regression 
analysis. 
 
4.2 Response Rate 
 
A total of 300 questionnaires were distributed to 10 MSC status companies 
located in Kedah and Penang. At the end of the survey period, a total of 180 
questionnaires (60% response rate) were returned and are potentially available for 
analysis. 
 
4.3 Data Cleaning 
 
Prior to the primary analyses, the data were examined for data entry accuracy, 
outliers, and distributional properties. Outliers were detected using Mahalanobis 
distance. According to Chi Square table, any cases with a Mahalanobis distance of 
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more than χ2 (77, 0.001) = 121.11 is considered multivariate outliers, and the case 
must be deleted from the dataset. No multivariate outliers were detected in this study. 
 
4.4 Reliability Results 
 
The internal consistency reliabilities (Cronbach’s Alpha) of the research 
measures are reported in Table 4.1. As shown in Table 4.1, all the research measures 
have satisfactory reliability values ranging from .81 to .89. 
 
Table 4.1 
Reliability results for all variables 
 
Variables Items Deleted Total items Cronbach Alpha 
Value 
Career Success 0 5 .89 
Person-organization 
Fit 
0 4 .81 
Personality 0 10 .85 
Job Performance 2 8 .81 
Person-job Fit 1 5 .89 
 
4.5 Demographic Characteristics of Respondents 
 
 Detailed descriptive statistics of the participants’ demographic characteristics 
are presented in Table 4.2. It is noted that 62.8% of the 180 participants in this survey 
were male. The average age of the participants was 32 years old. Malays constitute 
62.2% of the survey participants, followed by 24.4% Malaysian Chinese, 11.7% 
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Malaysian Indians and 1.7% other ethnic groups. Out of 180 participants in this 
survey, 55% of them were married. The majority of the participants in this survey 
(97.2%) had higher academic qualifications of either tertiary or diploma, bachelor 
degree or master degree and above.19.4% of the survey participants had earning 
between RM3001 and  RM4000, and 22.8% had basic salary increment between 
RM201 and RM400. On average, the participants had been in their position for 2.5 
years and had served their organizations for 2.5 years. Engineers made up 53.3% of 
the total participants. The rest consisted of executive, manager and technical workers. 
Participants’ average number of promotions was .96. 
 
Table 4.2  
Demographic characteristics of respondents 
 
Descriptions Frequency % Mean Std. 
Dev 
Median Min. Max. 
Gender        
Male 113 62.8      
Female 67 37.2      
  Total 180 100      
Age        
Total response   32.05 7.02 30.00 23 58 
Ethnic Group        
Malay 112 62.2      
Chinese 44 24.4      
Indian 21 11.7      
Others 3 1.7      
  Total 180 100      
Marital Status        
Single 78 43.3      
Married 99 55.0      
Divorced/separated 3 1.7      
 Total 180 100      
Academic 
Qualification 
       
Diploma 22 12.2      
Bachelor’s Degree 130 72.2      
Masters Degree 22 12.2      
Doctoral/PhD 1 .6      
Others 5 2.8      
  Total 180 100      
Current monthly 
salary 
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Descriptions Frequency % Mean Std. 
Dev 
Median Min. Max. 
Below RM2000 4 2.2      
RM2001 – RM3000 33 18.3      
RM 3001 – RM4000 35 19.4      
RM4001 – RM5000 24 13.3      
RM5001 – RM6000  32 17.8      
RM6001 – RM7000 13 7.2      
RM7001 – RM8000 14 7.8      
RM8001 – RM9000  8 4.4      
RM9001 – RM10,000 2 1.1      
Above RM10,001 15 8.3      
  Total 180 100      
Basic salary 
increment 
       
No change 14 7.8      
Less than RM200 28 15.6      
RM201 – RM400 41 22.8      
RM401 – RM600 25 13.9      
RM601 – RM800 13 7.2      
RM801 – RM1000 13 7.2      
More than RM1001 46 25.6      
  Total 180 100      
Years in present 
organization 
       
Total response   2.53 .98 2.00 1 4 
Years in present 
position 
       
Total response   2.48 .92 2.00 1 4 
Current job position        
Executive 51 28.3      
Engineer 96 53.3      
Manager 15 8.3      
Technical worker 18 10      
  Total 180 100      
Number of 
promotions 
       
Total response   .96 1.35 .00 0 7 
 
4.6 Correlation Analysis 
 
 Table 4.3 presents the means, standard deviations, and Pearson correlations of 
variables for the 180 participants. Proactive personality was significantly positively 
correlated with career success (r = .50, p <.01). The results suggest that the more 
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participants demonstrate proactive personality, the more success they were with their 
career. 
 There were also significant positive correlations between career success and 
both the person-job fit (r = .50, p<.01) and person-organization fit (r = .48, p<.01). 
Hence, the more fit the participants’ report they were with their job and organization, 
the more success they were with their career. 
Table 4.3 also revealed significant positive relationships between all the 
independent variables and job performance, with correlation coefficient between .54 
and .57.These results imply that the more participants demonstrate proactive 
personality and the more fit between their job and organization, the more they 
perform in their job. 
Job performance was significantly positively related to career success (r = .38, 
p<.01), suggesting that the more participants perform in their job, the more success 
they were in their career. 
 
Table 4.3 
Descriptive statistics, scale reliabilities, and correlations of variables 
 
Variables N Mean S.D. 1 2 3 4 5 
1. Proactive 
personality 
180 3.85 .49      
2. Person-
organization fit 
180 3.94 .50 .50**     
3. Person-job fit 180 3.90 .58 .52** .76**    
4. Job performance 180 3.92 .44 .54** .57** .56**   
5. Career success 180 3.49 .70 .50** .48** .50** .38**  
Note: Coefficient alpha reliability estimates are in parentheses on the diagonal of the correlation table 




4.7 Regression Analysis 
 
For the purpose of answering the research questions, multiple regression 
analysis was performed. In order to conduct multiple regression analysis, several 
assumptions about the relationships between the dependent and the independent 
variables must be met; mainly normality, linearity, constant variance of the error 
terms and independence of the error terms (Hair, Black, Babin & Anderson, 2010). 
Linearity was assessed through an analysis of residuals and partial regression plots. 
Normality was assessed by examining the histogram of the residuals and the normal 
probability plot. A normal distribution should indicate a residual line that closely 
follows the straight diagonal that is present in the plot. To show linearity, the residuals 
scatterplot is examined. The residuals plotted should roughly be rectangularly 
distributed, with most of the scores concentrated in the center.  The scatterplot could 
also be used to examine for the presence of unequal variances (heterosedasticity). The 
residuals scatterplot should not indicate any pattern of increasing or decreasing 
residuals to indicate the assumption of homoscedasticity is not violated. Lastly, in 
order to assess for independence of the error terms, the Durbin-Watson statistics were 
used. According to Coakes and Steed (2003), in order to assume that the 
independence of the error terms are not violated, the Durbin-Watson statistics should 
indicate a value between 1.50 to 2.50. 
It is also important to examine for multicollinearity of the predictors. This can 
be done by examining the tolerance and Variance Inflation Factor (VIF) values. The 
tolerance value usually ranges between 0 and 1. A value of 1 indicates that the 
variable is not correlated with other variables, and a value of 0 indicates that it is 
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perfectly correlated. The VIF value on the other hand, has a standard cutoff value of 
10 (Hair, Black, Babin & Anderson, 2010). Any value that is below this cutoff point 
indicates that multicollinearity is not a problem 
The main concern of this study is to find out whether proactive personality, 
person-job fit, person-organization fit have a significant impact on  individual’s career 
success and whether job performance mediates this relationship. In order to test this, 
the conditions proposed by Baron and Kenny (1986) must be met.  
 
4.7.1 Proactive Personality, Person-Job Fit, Person-Organization Fit and Career 
Success 
 
A hierarchical regression analysis utilizing the enter method was performed. 
The results of the regression analysis of the relationships between proactive 
personality, person-job fit, person-organization fit and career success are presented in 
Table 4.4. The detailed outputs for this regression are shown in Appendix B.  
In reference to Appendix B, the four assumptions of multiple regression 
analysis were examined. By examining the residuals scatter plot and the normal 
probability plot, it can be concluded that all four assumptions were met. Besides, the 
Durbin-Watson index indicated a value of 1.83, which lies within range of 1.50 to 
2.50.  This is an indication that there was no autocorrelation problem. The presence of 
multicollinearity among the independent variables is not suspected since the 
Tolerance value is near to zero and the variance inflation factors (VIFs) are between 





Regression results of the relationship between proactive personality, person-job fit, 
person-organization fit and career success 
 
 Std β 
Proactive Personality .31*** 
Person-Job Fit .22* 







Note:  *p<0.05, **p<0.01, ***p<0.001 
As shown in Table 4.4, of the three independent variables studied; only 
proactive personality (β=0.31, p<0.001) and person-job fit (β=0.22, p<0.05) had a 
significant impact on career success.  
 
4.7.2 Proactive Personality, Person-Job Fit, Person-Organization Fit and Job 
Performance 
 
To test the relationship between proactive personality, person-job fit, person-
organization fit and job performance, regression analysis was conducted. The 
regression results are presented in Table 4.5 and the detail SPSS outputs is available 
in Appendix B. 
In order to verify that all four assumptions of multivariate analysis for this 
regression were met, please refer to Appendix B. By examining the coefficient table, 
it is apparent that the Tolerance value was below 1.0 and VIFs were between 1.42 and 
2.47, hence multicollinearity was not suspected. The analysis of the residuals 
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scatterplot indicated that indeed the overall equation is linear, and the assumption of 
homoscedasticity is not violated. In addition, the Durbin-Watson index was 1.94 
indicating that autocorrelation was not a problem and the probability plot of the 
regression standardized residuals indicated that the data was normally distributed. 
 
Table 4.5 
Regression results of the relationship between proactive personality, person-job fit, 
person-organization fit and job performance 
 
 Std β 
Proactive Personality .29*** 
Person-Job Fit .21* 







Note:  *p<0.05, **p<0.01, ***p<0.001;  
 
As shown in Table 4.5, all independent variables were found to be significant 
and positive predictors of job performance, whereby proactive personality had the 
most influence on job performance (β=0.29, p<0.001), followed by person-
organization fit (β=0.26, p<0.01). All these variables explained 42 percent of the 






4.7.3 Job Performance and Career Success 
 
To test the impact of job performance on career success, another regression 
analysis was performed. The results of this analysis are displayed in Table 4.6, and 
the detailed output is available in Appendix B. 
 
Table 4.6 
Regression results of the relationship between job performance and career success 
 
 Std β 






F value 30.34 
Note:  *p<0.05, **p<0.01, ***p<0.001 
 
As shown in Appendix B, the assumptions of multivariate analysis were met. 
In Table 4.6, it is revealed that job performance explained 14 percent of the variation 
in career success. Specifically, it was found that there was a significant, and positive 
relationship between job performance and career success (β=0.38, p<0.001).  
 
4.8 The Mediation Effects of Job Performance 
 
It has been found in Section 4.7.1 that only proactive personality and person-
job fit have positive and significant effect on career success. As such, only these 
variables can be tested for mediation effect as proposed by Baron and Kenny (1986). 
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Since person-organization fit is not significantly related to career success, there is no 
need to conduct a mediation test for this relationship.  The results of the mediation 
tests of job performance are presented in Table 4.7, and the detailed SPSS output is 
available in Appendix B. 
 
Table 4.7 
Summary of the mediating effect of job performance  
 
Predictors Career Success 
Career success                 
(with Job Performance 
as mediator) 
Proactive Personality .31*** .31*** 
Person-Job Fit .22* .21* 
Person-Organization Fit .15  
   
R
2 .34 .34 
Adjusted R
2 .32 .32 
F value 30.16*** 22.49*** 
Note:  *p<0.05, **p<0.01, ***p<0.001 
 
Table 4.7 summarizes the result of the mediation tests of job performance on 
the relationship proactive personality and person-job fit and career success. The table 
indicates that there is no change, specifically no reduction on the significance level of 
the relationships at the presence of job performance as a mediator.  This means job 
performance does not play the role of a mediator in these relationships and as such, 







This chapter described the demographic characteristics of the 180 participants 
and the results of correlation and regression analyses. The results indicated that 
though all three independent variables, specifically person-job fit, person-organization 
fit and proactive personality have significant positive relationship with job 
performance, only person job fit and proactive personality is significantly related to 
career success. In addition, job performance is also found to be significantly 
positively correlated with career success. Hence, mediation tests were only conducted 
on the relationships between proactive personality and career success, and person-job 
fit and career success. However, the results indicated that job performance does not 












This chapter discusses the findings of the study in light of the literature 
reviewed in Chapter 2. The aim of this study was to test factors such as person-job fit, 
person-organization fit and proactive personality and examine their relationships with 
individuals’ career success. The study also tests the mediating role of job performance 
in the relationship of these variables. The findings reported in this study elaborate and 
extend prior research on career success. The findings, as presented in Chapter 4, are 
discussed in the sections below. Several contributions that can be drawn from the 
study are also discussed.  
 
5.2 Recapitulation of the Study’s Findings 
 
The current findings indicated that all three independent variables, as well as 
the mediator variable were found to have significant relationships with career success. 
However, only person-job fit and proactive personality was found significantly related 
to career success. Therefore, the mediator test was performed only on the 
relationships between person-job fit and proactive personality, and career success. 
The test of mediation indicated that job performance was not a mediator in the 
relationship between person-job fit, proactive personality, and career success 
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5.3 Person-job Fit and Career Success 
 
As discussed earlier, person-job fit is the fit between the abilities of a person 
and the demands of the job or the needs/desires of a person and the attributes of the 
job (Edward, 1991).Results from the correlation and regression analyses reveal that 
person-job fit is significantly related to career success. This indicates that respondents 
in this study would have more career success if they are fit to their job. The result 
corresponds to previous studies that showed that person-job fit is among the person-
environment variables that have been proven to have significant relationships with 
career success (Ballout 2007; Chen, 2010; Morley, 2007, Nor Wahiza, 2008).  
In essence, person-job fit can lead to successful career because researches 
revealed that most of the time individuals choose jobs or careers that utilize their 
knowledge, skills and abilities (Carless, 2005), and therefore they are able to perform 
their jobs better and this helps in the advancement of their career.  In addition to that, 
it has been known that a person’s career as an ongoing sequence of education and job 
activities that are meaningful to the individual and that add value to the organizations 
in which the individual participates. What this is saying is basically that it was 
possible that there is some direct fit between the person and the job that she/he is 
currently holding. Otherwise, they probably would not feel that the job they are 
performing as meaningful, and they probably would not engage in activities that could 
enhance their performance in it due to lack of interest. In fact, there is a possibility 
that individuals who did not experience fit with their job will leave the organization 
because studies have also shown that decreases in person-job fit, leads to decreases in 
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job satisfaction, which resulted in increases in intent to turnover (e.g. Wheeler, 
Gallagher, Brouer & Sablynski, 2006). 
 
5.4 Person-organization Fit and Career Success 
 
In relation to person-organization fit, the evidence that supports the notion that 
there is a significant relationship between person-organization fit and career success is 
still very limited. Thus far, only Zhang (2008) indicated that there is a positive 
relationship between person organization fit and subjective career success. However, 
the result of current study indicated not significant relationship between person 
organization fit and career success, hence it contradicts previous studies (Zhang, 
2008). 
Person-organization fit basically means that there is compatibility between 
people and organizations and it occurs when at least one entity provides that the other 
needs, and/or they share similar fundamental characteristics (Kristof, 1996). The 
current study implies that this compatibility is not important to career success. In 
other words, it does not matter that organizations are not providing what individuals 
need or not; or whether that they do not share similar fundamental characteristics with 
the organizations or not, individuals’ career success does not depend on this factor. 
Career wise, individuals can still either succeed or not succeed, with or without 
person-organization fit. 
Nonetheless, it cannot be determined whether this situation is specific to 
technical employees only or can be generalized to other types of jobs. However, this 
is especially describing the jobs of technical employees because technical employees 
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(i.e. engineers or technicians) can be found in various organizations, and these 
organizations are not necessarily provides technical based services or machinery or 
electronic based products. Technical employees were also employed by banks, 
universities, cosmetic manufacturers, food producers etc. In these types of 
organizations, there is a very slim chance that compatibility between individuals and 
organizations exists for technical employees, but that does not mean that they cannot 
be successful in their careers within these types of organizations. At the very least the 
technical employees could experience subjective career success, in the form of career 
satisfaction (Zhang, 2008).  
 
5.5 Proactive Personality and Career Success 
 
In relation to the proactive personality, the results showed that there was a 
significant relationship between this variable and career success. In general, proactive 
personality is the degree to which individual demonstrated an active role orientation.  
People with this personality do not accept their roles passively rather they challenge 
the status quo and initiate change (Bateman & Crant, 1993). Based on this definition, 
the finding of the current study implied that individual who are active in initiating 
change to enhance job performance will higher probability to experience higher career 
success, and as such this findings supports previous finding by Seibert, Kraimer and 
Crant (2001). 
Indeed, proactive personality is important for career success because 
individuals with such personality are often said to be innovative, have more political 
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knowledge, and showed more initiative to improve their career (Seibert, Kraimer & 
Crant, 2001). In addition to that proactive individuals tend to be self-starters (Frese, 
Kring, Soose, & Zempel, 1996), future oriented (Parker, Williams, & Turner, 2006) 
and persistence in doing activities until their objectives are achieved (Crant, 2000). 
These characteristic are important for career success, because more often than not, 
some of the criteria that are being considered during evaluation for promotion are 
initiative, innovative and the job achievements.  
 
5.6 Person-job Fit and Job Performance 
 
Job performance is a main concern for almost all organizations. The findings 
of current research indicated that there is significant relationship between person-job 
fit and job performance. As indicated earlier, person-job fit is the compatibility 
between the abilities of a person and the demands of the job, and therefore this finding 
suggested that perceived fit between individuals’ knowledge, skills and abilities and 
their job demands are important for job performance. In other words, individuals 
would have greater job performance if they are fit to their job.  
The finding is similar to the study by Lauver and Kristof-Brown (2002) who 
also found that person-job fit to be positively related to job performance. This fit or 
compatibility between the individuals’ knowledge, skills and abilities and their jobs 
are important for performance. This is because without compatibility it would be 
difficult for these employees to perform their jobs effectively.  
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Indeed, previous literatures have consistently argued that knowledge, skills 
and abilities are crucial for job performance. But then, knowledge, skills and abilities 
are innate to individuals. Hence, the compatibility of the individual who possess the 
knowledge, skills and abilities and the job is particularly essential.  
 
5.7 Person-organization Fit and Job Performance 
 
In general previous studies have shown that person-organization fit is 
significantly and positively related to various job behaviors such as organizational 
citizenship behaviors (Yaniv, Lavi, & Siti, 2010), and job performance (Bright, 2007; 
Mosley, 2002; Wang, Yan, Sun, & Zhang , 2010). Indeed, the current finding concurs 
with these previous findings. Basically, it can be concluded that individuals’ job 
performance is strongly related to how much they feel that they fit into the 
organizations’ culture and environment. If employees perceive that they fit or are 
comfortable with the culture and environment of the organizations, they are able to 
perform better.  
Many studies have shown that the right organizational culture or environment 
could elicit higher job performance among employees. However, different 
organizations inculcate different organizational culture and create different kinds of 
organizational environment or climate that they believe would help in producing high 
productivity. Most importantly, employees must understand the type of environment 
that can induce them to perform higher. Once they are able to figure this out, and they 
can find and work for the organizations that are able to provide the type of 
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environment that they need, there should be able to perform their jobs better. 
Therefore, the higher the perception of person-organization fit that these engineers 
and technical employees have, the higher is their job performance. 
 
5.8 Proactive Personality and Job Performance 
 
As expected, the proactive personality was found to be positively correlated 
with job performance. The results implied that employees who have the 
characteristics of proactive personality such as self-directed, initiative, flexibility and 
taking charge of their own career management would achieve higher level of job 
performance than those who do not. This findings confirmed Baba, Tourigny, Wang 
and Liu (2009); Bakker, Tims & Derks (2012); Crant (1995; 2000) and Fuller, Hester  
and Cox (2010) studies, which depicted that individual with highly proactive 
personality are likely to perform better because they know how to transform the job 
obstacles to chances and creating new opportunities that will enhance their job 
performance. 
In this study, it was found that proactive people are more likely to exert 
control over their work situation by actively assessing and understanding the job 
constraints in their environment and may take necessary actions such as change their 
own work methods by means to obtain excellent job performance. This means they 
were more likely to be motivated by job challenges, which will urge them to 
strategize their actions to overcome the constraints. This means proactive people have 
the ability to grasp the opportunities and take it on themselves to have positive impact 
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on their job performance. Proactive people approach their job performance through 
control, create and influence the chances by transforming them into meaningful 
resources that can help them to advance in their job performance.          
 
5.9 Job Performance and Career Success 
 
In relation to the relationship between job performance and career success, the 
current study indicated that it is significant and positive. This finding supports 
previous study results (e.g. Greenhaus & Parasuraman, 1993; Menguc, 1996; Walker, 
Churchill & Ford, 1977). Similarly, employees’ job performance is a direct antecedent 
of employees’ sense of success. Here, however, it might perceived from another 
aspect that if employees fail to achieve their pre-determined performance standards, 
they would be considered as poor performer, and a warning letter would be issued to 
them, which they will also not be considered in the promotion lists, and thus, result in 
low satisfaction and success in their careers. Therefore, employees’ should be 
continuously improving their performance at work through meeting the job standards 
and expectations of their superiors. Successful performance will leads to greater 
rewards (i.e. salary increment and promotions) and indirectly will promoting 
employees’ happiness towards their jobs. Therefore, they will be more likely to be 
motivated and put extra efforts to gain more rewards and achieve high level of career 
success.      
Since most of the organizations will use job performance as the guidelines to 
determine employees’ promotions and salary increment, thus employees will 
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perceived that job performance was the key indicator for their level of career success. 
They will be satisfied with their careers if they gain successful performance. This 
means if employees able to perform their job effectively (i.e. getting tasks done, 
fulfilling the job expectation and attaining pre-determined job standards), they can be 
considered as good performers and high possibility their name will be appeared in the 
promotion lists. Employees will gain career success if their performance recognized 
by their superiors and received valuable rewards from their employer. Hence, 
successful performance will contribute to greater career success. 
 
5.10 Job Performance as a Mediator 
 
Although the study by Igbaria and Baroudi (1995) suggested that job 
performance is a mediator that affects individual career success, the finding of the 
current study contradicted those findings. In essence, the findings indicated that there 
are only direct relationships between proactive personality and person-job fit, and 
career success. In fact, unlike the findings of Igbaria and Wormley (1995) it was 
found that proactive personality and person-job fit is a stronger predictor of career 
success as compared to job performance and therefore, at the presence of these two 
variables the relationship between job performance and career success becomes 
insignificant.  
Again, it could not be established whether the findings of this study is unique 
to its respondents. The respondents of the current study are technical employees (i.e. 
technician and engineers). In general, the career path of technical employees in 
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manufacturing companies is rather limited. Once they have reach the position of a 
senior technician or engineer, the next possible career advancement is to management 
positions, which requires different sets of skills and abilities. In this case, it is possible 
that not many engineers or technical people can and want to make this transition. 
Therefore, when it comes to engineers or technical employees, even though a certain 
individual is a high performer, it is not necessarily they will be promoted to a higher 
position. It is possible they will only want a higher salary or bonus. As suggested by 
the findings of the current study, for those who are promoted to higher positions, 
mainly management positions, it must be somebody who has proactive personality. 
They are also the type of individuals who can easily fit into the management positions 
because they have the inclination and motivation to be managers.  
 
5.11 Implications for Practice 
 
The current research findings have several implications for managers. The 
research results demonstrate that high career success and high job performance can be 
achieved when there is a match between employees and job, employees and the 
organization and when employees possess proactive personality. 
Based on these findings, for higher employee job performance, it is suggested 
that organizations are more diligent in future hiring process, and make sure that these 
three factors are taken into consideration during selection and placement decisions. In 
relation to job-person fit, it is recommended that when matching a certain individual 
with a certain job, organizations need to make sure that besides academic 
66 
 
qualifications, the individuals’ interest and other abilities are also considered. This is 
because academic qualifications sometimes do not reflect the true capability and 
interest of the individual. Therefore, during selection interview organizations must 
make an effort to find out what are the true capability and interest of each candidate. 
This is to ensure that when the candidate is selected they can be match to a job that 
fits their capability and interest.   
In addition to that, in relation to person-organization fit, organizations need to 
make sure that the expectations of the individuals hired can be met by the 
organization. This is to ensure that person-organization fit exist (Atkins et al., 1994; 
Borman, Hanson & Hedge, 1997; Bowen et al., 1991; Goodman & Svyantek, 1999; 
Rynes & Gerhart, 1990). If this can be achieved, individuals will feel comfortable 
working for the organization, and they will performance better. Studies have shown 
that those with higher P-O fit will be more likely to stay with the organization and 
show higher levels of important work attitudes such as job satisfaction, organizational 
commitment and performance (Borman, Hanson & Hedge, 1997; Bretz & Judge, 
1994; Bretz, et al., 1993; Goodman & Svyantek, 1999; O’ Reilly, Chatman & 
Caldwell, 1991). Furthermore, if an employee likes working for a certain 
organization, the organization will be able to retain this employee longer. With that, 
organizations will be able to save cost incurred due to staff turnover. 
Finally, it is also suggested that organizations hire individuals with proactive 
personality because such individuals will always find new ways to perform their job 
better. Organizations need this type of individuals to constantly revitalize the 
processes and jobs that has to be completed. Hence, employees with proactive 
personality could be more productive than those without it.  
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5.12 Limitations and Direction for Future Research 
 
There are limitations in the design of this study that might influence the 
interpretation and generalization of these findings. This study only tested four factors 
on career success. There could be other factors such as work engagement, career 
commitment and career satisfaction that could affect career success. Another 
limitation of this study is that the data provided is from one type of career which 
involved only technical employees. 
On the basis of current findings, several interesting questions remain. In 
particular, the question arises of why job performance does not mediate the 
relationship between person-job fit, proactive personality and career success. Since 
job performance was not a mediator in the relationship between job-person fit, 
proactive personality and career success, perhaps, in the future, it may be worth 
investigating other variables as a mediator such job satisfaction, organization 
citizenship behavior, organizational support or organizational culture. 
There is also a need for future research to extend the exploration of the 
influence of the person-job fit and person-organization fit on career success and job 
performance. Since the study only tests person-job fit and person-organization fit as 
the independent variable, future study may want to consider testing these variables as 








The aim of this study was to investigate how person-job fit, person-
organization fit and proactive personality related to career success, and to determine if 
job performance mediates the relationship of these tested variables. The results 
indicates that person-job fit, person-organization fit and proactive personality do 
related with career success and with job performance. However, job performance has 
no mediating effect on the relationship between person-job fit, proactive personality 
and career success. 
It is hoped that through the examination of the factors that influence career 
success and job performance, a more complete understanding of the kind of effort 
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Thank you for agreeing to participate in this research.  
 
We would appreciate it if you could answer the questions carefully as the information you 
provide will influence the accuracy and the success of this research. It will take no longer than 
30 minutes to complete the questionnaire. All answers will be treated with strict confidence and 
will be used for the purpose of the study only. 
 
If you have any questions regarding this research, you may address them to us at the contact 
details below. 
 
Thank you for your cooperation and the time taken in answering this questionnaire. 
 
 
Research commitees   
Assoc. Prof. Dr. Khulida Kirana Yahya 013-4889190 khulida@uum.edu.my 
Dr. Siti Zubaidah Othman 019-5583525 zubaidah@uum.edu.my 
Dr. Faizuniah Pangil 019-5770666 faizun@uum.edu.my 
Dr. Norsiah Mat 019-4961044 norsiah@uum.edu.my 
Dr. Norazuwa Mat 019-5645375 norazuwa@uum.edu.my 






DIRECTION: Please read each of the following items and indicate whether you agree or 
disagree with each statement as it applies to your personality. Please indicate your choice by 




Disagree Neutral Agree Strongly 
disagree 
1. I am constantly on the lookout for 
new ways to improve my life. 
1 2 3 4 5 
2. Wherever I have been, I have 
been a powerful force for 
constructive change. 
1 2 3 4 5 
3. Nothing is more exciting than 
seeing my ideas turn into reality. 
1 2 3 4 5 
4. If I see something I don’t like, I fix 
it. 
1 2 3 4 5 
5. No matter what the odds, if I 
believe in something I will make it 
happen. 
1 2 3 4 5 
6. I love being a champion for my 
ideas, even against others’ 
opposition. 
1 2 3 4 5 
7. I excel at identifying 
opportunities. 
1 2 3 4 5 
8. I am always looking for better 
ways to do things. 
1 2 3 4 5 
9. If I believe in an idea, no obstacle 
will prevent me from making it 
happen. 
1 2 3 4 5 
10. I can spot a good opportunity 
long before others can. 





DIRECTIONS: With reference to yourself, please indicate to what extend you agree to the 




Disagree Neutral Agree Strongly 
agree 
1. I possess the skills and abilities 
to succeed at this organization. 
1 2 3 4 5 
2. I believe my skills and abilities 
“match” those required by this 
organization in general.   
1 2 3 4 5 
3. I have knowledge and skills that 
meet the company’s demands. 
1 2 3 4 5 
4. My ability matches the 
characteristics of the business. 
1 2 3 4 5 
5. My abilities fit the demands of my 
job. 
1 2 3 4 5 
6. I have the right skills and abilities 
to perform in my job. 
1 2 3 4 5 
7. There is a good match between 
the requirement of my job and my 
skills. 
1 2 3 4 5 
8. The match is very good between 
the demands of my job and my 
personal skills. 
1 2 3 4 5 
9. My abilities and training are a 
good fit with the requirements of 
my job. 
1 2 3 4 5 
10. My personal abilities and 
education provide a good match 
with the demands that my job 
places on me. 





DIRECTION: The following statements relate to your job performance at work. Please indicate your 





Disagree Neutral Agree Strongly 
disagree 
1. I always completed work in a timely and 
effective manner. 
1 2 3 4 5 
2. I often performed high quality work. 1 2 3 4 5 
3. I always completed tasks in a satisfactory 
manner. 
1 2 3 4 5 
4. I adequately complete assigned duties. 1 2 3 4 5 
5. I fulfill responsibilities specified in my job 
description. 
1 2 3 4 5 
6. I perform tasks that are expected of me. 1 2 3 4 5 
7. I meet formal performance requirements 
of my job. 
1 2 3 4 5 
8. I engage in activities that will directly 
affect my performance evaluation. 
1 2 3 4 5 
9. I neglect aspects of the job I am obligated 
to perform. 
1 2 3 4 5 







DIRECTION: Please indicate how you personally feel about your career achievement. Please circle 




Disagree Neutral Agree Strongly 
agree 
1. I am satisfied with the success I have 
achieved in my career. 
1 2 3 4 5 
2. I am satisfied with the progress I have 
made toward meeting my overall career 
goals. 
1 2 3 4 5 
3. I am satisfied with the progress I have 
made toward meeting my goals for 
income. 
1 2 3 4 5 
4. I am satisfied with the progress I have 
made toward meeting my goals for 
advancement. 
1 2 3 4 5 
5. I am satisfied with the progress I have 
made toward meeting my goals for the 
development of new skills. 









This part contains few demographic information pertaining to yourself. Please tick ( √ ) in the box or 
write your response in the space provided. 
 
1. My gender: 
  Male  Female 
 
2. My age: 
        Please specify: __________________ years old. 
 
3. My ethnic group: 
  Malay  Chinese  Indian  Others, please specify ___________ 
 
4. My marital status: 
     Single  Married  Divorced / Separated / Widowed 
 
5. My highest academic qualification: 
  Diploma  Doctoral Degree 
  Bachelor’s Degree  Others, please specify _____________________ 












6. My current monthly salary: 
     Below RM 2000  RM 2001 – RM 3000     
  RM 3001 – RM 4000  RM 4001 – RM 5000     
  RM 5001 – RM 6000  RM 6001 – RM 7000     
  RM 7001 – RM 8000  RM 8001 – RM 9000     
  RM 9001 – RM10,000  Above RM 10,001     
 
7. Basic salary increment since joining this organization: 
     No change  RM 201 – RM 400     
  Less than RM 200  RM 601 – RM 800     
  RM 401 – RM 600  RM 801 – RM1000     
  RM 801 – RM 1000  More than RM1001     
 
8. Number of years with present organization 
 Less than a year  1 – 3 years 
 4 – 7 years  More than 7 years 
 
9. Number of years in present position: 
 Less than a year  4 - 7 years 





10. My current job position: 
Please specify: ________________________________________________________ 
 
11. Number of promotions I had received since joining this organization: 

























































N Valid 180 180 180 180 180 180 180 160 160 180 180 
Missin
g 
20 20 20 20 20 20 20 40 40 20 20 










  Frequency Percent Valid Percent Cumulative Percent 
Valid Male 113 56.5 62.8 62.8 
Female 67 33.5 37.2 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   












  Frequency Percent Valid Percent Cumulative Percent 
Valid 23 2 1.0 1.1 1.1 
24 7 3.5 3.9 5.0 
25 16 8.0 8.9 13.9 
26 13 6.5 7.2 21.1 
27 21 10.5 11.7 32.8 
28 14 7.0 7.8 40.6 
29 10 5.0 5.6 46.1 
30 13 6.5 7.2 53.3 
31 8 4.0 4.4 57.8 
32 8 4.0 4.4 62.2 
33 6 3.0 3.3 65.6 
34 8 4.0 4.4 70.0 
35 7 3.5 3.9 73.9 
36 5 2.5 2.8 76.7 
37 8 4.0 4.4 81.1 
38 4 2.0 2.2 83.3 
39 6 3.0 3.3 86.7 
40 7 3.5 3.9 90.6 
41 1 .5 .6 91.1 
43 4 2.0 2.2 93.3 
44 1 .5 .6 93.9 
46 2 1.0 1.1 95.0 
47 1 .5 .6 95.6 
49 1 .5 .6 96.1 
50 2 1.0 1.1 97.2 
51 1 .5 .6 97.8 
52 1 .5 .6 98.3 
55 1 .5 .6 98.9 
56 1 .5 .6 99.4 
58 1 .5 .6 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   











  Frequency Percent Valid Percent Cumulative Percent 
Valid Malay 112 56.0 62.2 62.2 
Chinese 44 22.0 24.4 86.7 
Indian 21 10.5 11.7 98.3 
Others 3 1.5 1.7 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   




  Frequency Percent Valid Percent Cumulative Percent 
Valid Single 78 39.0 43.3 43.3 
Married 99 49.5 55.0 98.3 
Divorced/Separated/Widowed 3 1.5 1.7 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   




  Frequency Percent Valid Percent Cumulative Percent 
Valid Diploma 22 11.0 12.2 12.2 
Bachelor's degree  130 65.0 72.2 84.4 
Masters degree 22 11.0 12.2 96.7 
Doctoral degree 1 .5 .6 97.2 
Others 5 2.5 2.8 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   














Current monthly salary 
  Frequency Percent Valid Percent Cumulative Percent 
Valid Below RM2000 4 2.0 2.2 2.2 
RM2001-RM3000 33 16.5 18.3 20.6 
RM3001-RM4000 35 17.5 19.4 40.0 
RM4001-RM5000 24 12.0 13.3 53.3 
RM5001-RM6000 32 16.0 17.8 71.1 
RM6001-RM7000 13 6.5 7.2 78.3 
RM7001-RM8000 14 7.0 7.8 86.1 
RM8001-RM9000 8 4.0 4.4 90.6 
RM9001-RM10000 2 1.0 1.1 91.7 
Above RM10001 15 7.5 8.3 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   
Total 200 100.0   
 
 
Basic salary increment 
  Frequency Percent Valid Percent Cumulative Percent 
Valid No change 14 7.0 7.8 7.8 
Less than RM200 28 14.0 15.6 23.3 
RM201-RM400 41 20.5 22.8 46.1 
RM401-RM600 25 12.5 13.9 60.0 
RM601-800 13 6.5 7.2 67.2 
RM801-RM1000 13 6.5 7.2 74.4 
More than RM1001 46 23.0 25.6 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   
Total 200 100.0   
 
 
Years with present organization 
  Frequency Percent Valid Percent Cumulative Percent 
Valid Less than a year 25 12.5 15.6 15.6 
1-3 years 57 28.5 35.6 51.3 
4-7 years 46 23.0 28.8 80.0 
More than 7 years 32 16.0 20.0 100.0 
Total 160 80.0 100.0  
Missing System 40 20.0   





Years in present position 
  Frequency Percent Valid Percent Cumulative Percent 
Valid Less than a year 23 11.5 14.4 14.4 
1-3 years 62 31.0 38.8 53.1 
4-7 years 50 25.0 31.3 84.4 
More than 7 years 25 12.5 15.6 100.0 
Total 160 80.0 100.0  
Missing System 40 20.0   





Current job position 
  Frequency Percent Valid Percent Cumulative Percent 
Valid executive 51 25.5 28.3 28.3 
engineer 96 48.0 53.3 81.7 
manager 15 7.5 8.3 90.0 
pekerja kilang 18 9.0 10.0 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   
Total 200 100.0   
 
 
Number of promotions 
  Frequency Percent Valid Percent Cumulative Percent 
Valid 0 94 47.0 52.2 52.2 
1 43 21.5 23.9 76.1 
2 18 9.0 10.0 86.1 
3 12 6.0 6.7 92.8 
4 9 4.5 5.0 97.8 
5 3 1.5 1.7 99.4 
7 1 .5 .6 100.0 
Total 180 90.0 100.0  
Missing System 20 10.0   









[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
 
Scale: proactive personality 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 












[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: person-organization fit 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 













[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: person job fit 
 
Case Processing Summary 
  N % 
Cases Valid 179 89.5 
Excluded
a
 21 10.5 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Person job fit 19.52 8.341 .161 .890 
Person job fit 19.67 17.492 .508 .437 
Person job fit 19.79 16.966 .534 .420 
Person job fit 19.82 17.039 .520 .423 
Person job fit 19.85 17.091 .530 .424 








[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: person job fit after delete one item 
 
 
Case Processing Summary 
  N % 
Cases Valid 179 89.5 
Excluded
a
 21 10.5 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Person job fit 15.49 5.813 .707 .873 
Person job fit 15.60 5.319 .781 .855 
Person job fit 15.63 5.403 .749 .863 
Person job fit 15.67 5.469 .754 .862 








[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: job performance 
 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Job performance 32.33 9.875 .293 .544 
Job performance 32.32 9.637 .413 .517 
Job performance 32.19 9.956 .396 .526 
Job performance 32.23 9.842 .434 .519 
Job performance 32.04 9.568 .446 .510 
Job performance 32.12 9.594 .463 .509 
Job performance 32.20 9.479 .530 .497 
Job performance 32.31 9.610 .328 .534 
Job performance 33.48 10.732 -.004 .648 















[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
 
Scale: job performance after delete one item 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Job performance 30.18 9.510 .393 .652 
Job performance 30.17 9.570 .447 .642 
Job performance 30.04 9.786 .463 .642 
Job performance 30.08 9.569 .532 .630 
Job performance 29.89 9.161 .575 .617 
Job performance 29.97 9.346 .551 .624 
Job performance 30.05 9.322 .596 .618 
Job performance 30.16 9.417 .386 .653 














[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: job performance after delete two items 
 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Job performance 27.53 9.468 .460 .800 
Job performance 27.52 9.793 .451 .799 
Job performance 27.39 9.871 .508 .791 
Job performance 27.43 9.643 .581 .782 
Job performance 27.24 9.133 .649 .770 
Job performance 27.32 9.404 .601 .778 
Job performance 27.40 9.437 .632 .774 













[DataSet1] C:\Users\User\Desktop\data_job fit cs leads.sav 
 
Scale: career success 
 
 
Case Processing Summary 
  N % 
Cases Valid 180 90.0 
Excluded
a
 20 10.0 
Total 200 100.0 










 Scale Mean if 
Item Deleted 





if Item Deleted 
Career satisfaction 13.97 8.139 .684 .885 
Career satisfaction 13.88 8.287 .797 .860 
Career satisfaction 14.04 8.020 .726 .875 
Career satisfaction 14.01 7.933 .826 .852 












 N Minimum Maximum Mean Std. Deviation 
ProactiveP 180 2.30 5.00 3.8533 .48708 
PersonOrg 180 2.25 5.00 3.9375 .50478 
PersonJob 180 2.40 5.00 3.8989 .57992 
JobPerf 180 2.88 5.00 3.9167 .43563 
CareerSucc 180 1.80 5.00 3.4889 .70599 









  ProactiveP PersonOrg PersonJob JobPerf CareerSucc 









Sig. (2-tailed)  .000 .000 .000 .000 
N 180 180 180 180 180 









Sig. (2-tailed) .000  .000 .000 .000 
N 180 180 180 180 180 









Sig. (2-tailed) .000 .000  .000 .000 
N 180 180 180 180 180 









Sig. (2-tailed) .000 .000 .000  .000 
N 180 180 180 180 180 









Sig. (2-tailed) .000 .000 .000 .000  
N 180 180 180 180 180 



























Model R R Square 
Adjusted R 
Square 




 .340 .328 .57860 1.829 
a. Predictors: (Constant), PersonJob, ProactiveP, PersonOrg 






Model Sum of Squares df Mean Square F Sig. 
1 Regression 30.296 3 10.099 30.165 .000
a
 
Residual 58.922 176 .335   
Total 89.218 179    
a. Predictors: (Constant), PersonJob, ProactiveP, PersonOrg 
















B Std. Error Beta Tolerance VIF 
1 (Constant) -.149 .395  -.379 .705   
ProactiveP .455 .106 .314 4.302 .000 .704 1.420 
PersonOrg .219 .133 .157 1.645 .102 .413 2.420 
PersonJob .262 .117 .215 2.234 .027 .404 2.473 








on Eigenvalue Condition Index 
Variance Proportions 
(Constant) ProactiveP PersonOrg PersonJob 
1 1 3.976 1.000 .00 .00 .00 .00 
2 .012 18.145 .37 .11 .06 .28 
3 .008 22.550 .50 .88 .04 .00 
4 .004 30.168 .13 .01 .90 .72 






 Minimum Maximum Mean Std. Deviation N 
Predicted Value 2.3410 4.5322 3.4889 .41140 180 
Residual -1.88817 1.44521 .00000 .57373 180 
Std. Predicted Value -2.790 2.536 .000 1.000 180 
Std. Residual -3.263 2.498 .000 .992 180 






























Model R R Square 
Adjusted R 
Square 




 .426 .416 .33287 1.944 
a. Predictors: (Constant), PersonJob, ProactiveP, PersonOrg 






Model Sum of Squares df Mean Square F Sig. 
1 Regression 14.467 3 4.822 43.522 .000
a
 
Residual 19.502 176 .111   
Total 33.969 179    
a. Predictors: (Constant), PersonJob, ProactiveP, PersonOrg 
















B Std. Error Beta Tolerance VIF 
1 (Constant) 1.391 .227  6.127 .000   
ProactiveP .263 .061 .294 4.315 .000 .704 1.420 
PersonOrg .227 .077 .263 2.965 .003 .413 2.420 
PersonJob .159 .067 .211 2.351 .020 .404 2.473 








on Eigenvalue Condition Index 
Variance Proportions 
(Constant) ProactiveP PersonOrg PersonJob 
1 1 3.976 1.000 .00 .00 .00 .00 
2 .012 18.145 .37 .11 .06 .28 
3 .008 22.550 .50 .88 .04 .00 
4 .004 30.168 .13 .01 .90 .72 






 Minimum Maximum Mean Std. Deviation N 
Predicted Value 3.1529 4.6341 3.9167 .28429 180 
Residual -1.12777 .96204 .00000 .33007 180 
Std. Predicted Value -2.686 2.524 .000 1.000 180 
Std. Residual -3.388 2.890 .000 .992 180 






















 . Enter 
a. All requested variables entered. 






Model R R Square 
Adjusted R 
Square 




 .146 .141 .65439 1.934 
a. Predictors: (Constant), JobPerf 






Model Sum of Squares df Mean Square F Sig. 
1 Regression 12.993 1 12.993 30.341 .000
a
 
Residual 76.225 178 .428   
Total 89.218 179    
a. Predictors: (Constant), JobPerf 

















B Std. Error Beta Tolerance VIF 
1 (Constant) 1.067 .442  2.411 .017   
JobPerf .618 .112 .382 5.508 .000 1.000 1.000 








on Eigenvalue Condition Index 
Variance Proportions 
(Constant) JobPerf 
1 1 1.994 1.000 .00 .00 
2 .006 18.087 1.00 1.00 






 Minimum Maximum Mean Std. Deviation N 
Predicted Value 2.8447 4.1589 3.4889 .26942 180 
Residual -2.00427 1.84611 .00000 .65256 180 
Std. Predicted Value -2.391 2.487 .000 1.000 180 
Std. Residual -3.063 2.821 .000 .997 180 


























a. All requested variables entered. 





Model R R Square 
Adjusted R 
Square 




 .146 .141 .65439  
2 .583
b
 .340 .324 .58025 1.831 
a. Predictors: (Constant), JobPerf 
b. Predictors: (Constant), JobPerf, ProactiveP, PersonOrg, PersonJob 






Model Sum of Squares df Mean Square F Sig. 
1 Regression 12.993 1 12.993 30.341 .000
a
 
Residual 76.225 178 .428   
Total 89.218 179    
2 Regression 30.298 4 7.574 22.497 .000
b
 
Residual 58.920 175 .337   
Total 89.218 179    
a. Predictors: (Constant), JobPerf 
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b. Predictors: (Constant), JobPerf, ProactiveP, PersonOrg, PersonJob 













B Std. Error Beta Tolerance VIF 
1 (Constant) 1.067 .442  2.411 .017   
JobPerf .618 .112 .382 5.508 .000 1.000 1.000 
2 (Constant) -.163 .436  -.374 .709   
JobPerf .010 .131 .006 .073 .942 .574 1.742 
ProactiveP .453 .112 .312 4.056 .000 .637 1.570 
PersonOrg .217 .137 .155 1.585 .115 .394 2.541 
PersonJob .260 .119 .214 2.181 .031 .392 2.551 















 5.527 .000 .384 .714 1.401 .714 
PersonOrg .384
a
 4.827 .000 .341 .675 1.481 .675 
PersonJob .411
a
 5.266 .000 .368 .684 1.461 .684 
a. Predictors in the Model: (Constant), JobPerf 
















(Constant) JobPerf ProactiveP PersonOrg PersonJob 
1 1 1.994 1.000 .00 .00    
2 .006 18.087 1.00 1.00    
2 1 4.970 1.000 .00 .00 .00 .00 .00 
2 .012 20.039 .25 .02 .06 .07 .30 
3 .008 25.146 .33 .01 .87 .03 .00 
4 .005 30.278 .34 .96 .06 .02 .02 
5 .004 33.745 .08 .00 .01 .88 .68 






 Minimum Maximum Mean Std. Deviation N 
Predicted Value 2.3395 4.5357 3.4889 .41141 180 
Residual -1.89289 1.45066 .00000 .57373 180 
Std. Predicted Value -2.794 2.544 .000 1.000 180 
Std. Residual -3.262 2.500 .000 .989 180 
a. Dependent Variable: CareerSucc 
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